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Abstract
The role of leadership continues to be a consistent topic of discussion whether you are
considering the seminal work of Stogdill (1974), Burns (1978), Kouzes and Posner (1995), or
Van Hooser’s (2013) Leaders Ought to Know, one of Amazon’s 2013 Top Ten Leadership
books. A consistent question in leader development circles is—how can leaders be more
effective in their role given the current state of leadership? One dimension of leadership
development that is often overshadowed, downplayed, minimized, or completely ignored is the
concept of spirituality. If the spiritual development of individual leaders can be integrated with
other accepted leadership skills, such as job specific technical skills, emotional intelligence, and
physical fitness, then there is an exponentially greater possibility that both the ineffective and the
good leader will improve their effectiveness. Without improving the effectiveness of individual
leaders and the organizations they lead, not only we can expect a continued decline of leadership
as we know it, but all aspects of society, organizations, groups, and individuals will be
compromised on multiple levels. In this study, the relationship between spirituality and
leadership effectiveness was explored in ways that identify spirituality as an additional factor
that may contribute to the effectiveness of leaders. Based on study findings a definition of
spirituality is proposed: Spirituality is accessing a universal understanding that life can be
greatly enhanced in all relationships by developing our inner wholeness and other
connectedness. Survey results indicated that six Campbell Leadership Index™ (1998) items that
were rated as at least quite descriptive of spirituality by 80% of the respondents. These items
included: considerate, encouraging, enthusiastic, helpful, trusting, and trustworthy. Correlation
analysis found that the spirituality items were correlated to the Executive Dimensions leader
effectiveness competencies, particularly in the area of Leading Others and Leading by Personal
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Example. T-tests showed that the six spirituality items distinguished between high and low
scores on most of the sixteen Executive Dimensions competencies, except in some of the
Leading the Business competencies. Regression analysis showed that the spirituality items most
influenced the competencies of forging synergy and interpersonal savvy. The results of this
study are a part of the next step in affording spirituality its place in the development of leaders
alongside more traditional leadership competencies or behaviors. The electronic version of this
dissertation is at Ohiolink ETD Center, www.ohiolink.edu/etd

iii

Table of Contents
Acknowledgements ........................................................................................................................ i
Abstract ......................................................................................................................................... ii
List of Tables ............................................................................................................................. viii
List of Figures .............................................................................................................................. ix
Chapter I: Introduction to the Study ............................................................................................. 1
Leader Effectiveness ............................................................................................................... 3
Spirituality............................................................................................................................... 9
Spirituality and Leader Development ............................................................................. 13
Spirituality in the Workplace .......................................................................................... 14
Role of Spirituality in Effective Organizations .............................................................. 15
Center for Creative Leadership and the Leader Development Industry ............................... 16
Study Purpose and Justification ............................................................................................ 17
Research Questions ............................................................................................................... 20
Positionality .......................................................................................................................... 21
Definitions............................................................................................................................. 24
Limitations of the Study........................................................................................................ 24
Chapter II: Review of the Literature ........................................................................................... 26
Leadership Development ..................................................................................................... 28
Emotional Intelligence and Leader Development................................................................ 30
Leader Development Approaches and Tools ....................................................................... 32
Executive Dimensions ......................................................................................................... 33
Campbell Leadership Index™ ............................................................................................. 34

iv

Leader Effectiveness ........................................................................................................... 36
Spirituality....................................................................................................................... 37
Spirituality and Integral Theory ...................................................................................... 39
Spirituality and Leadership Development ...................................................................... 43
Spirituality and Leadership Effectiveness ...................................................................... 44
Separation of Spirituality and Religion........................................................................... 48
Spirituality and Work...................................................................................................... 49
Spirituality, Leader Development, and Work ................................................................. 54
Spirituality and Organizational Development and Effectiveness ................................... 60
Spirituality and Organizational Social Responsibility .................................................... 64
Integral Theory and Social Responsibility ...................................................................... 66
Socially Responsible Organizations Field Examples ..................................................... 67
Spirituality, Leadership Development, and Effectiveness in Organizations .................. 74
Summary .............................................................................................................................. 75
Chapter III: Methodology of the Study........................................................................................ 77
Methodology .......................................................................................................................... 77
Research Questions ................................................................................................................ 79
Participants............................................................................................................................. 80
Center for Creative Leadership Faculty .......................................................................... 80
Leadership at the Peak Participants ................................................................................. 81
Instrumentation ...................................................................................................................... 81
Center for Creative Leadership 360 Assessments ........................................................... 82
Campbell Leadership Index™ ......................................................................................... 82

v

Executive Dimensions Assessment................................................................................. 88
Survey and Follow-up Discussion with Selected Spirituality and
Leadership Experts........................................................................................................... 88
Center for Creative Leadership Faculty Survey.............................................................. 89
Data Analysis ........................................................................................................................ 90
Research Question 1 ................................................................................................. 90
Research Question 2 ................................................................................................. 90
Research Question 3 ................................................................................................. 91
Summary ............................................................................................................................... 92
Chapter IV: Findings of Study ..................................................................................................... 93
Descriptive Statistics for Survey Respondents ..................................................................... 94
Findings ................................................................................................................................ 97
Research Question 1 ........................................................................................................ 97
Research Question 2 ....................................................................................................... 102
Research Question 3 ....................................................................................................... 110
Correlations ......................................................................................................................... 110
Reliability............................................................................................................................ 113
T-test ................................................................................................................................... 114
Regression Analysis ........................................................................................................... 121
Summary ............................................................................................................................ 123
Chapter V: Discussion and Conclusions .................................................................................... 125
Defining Spirituality ........................................................................................................... 126
Campbell Leadership Index™ ............................................................................................ 129
Relationship of Spirituality Items to the Executive Dimensions Competencies ................ 130

vi

Limitations.......................................................................................................................... 133
Implications......................................................................................................................... 133
Future Study ........................................................................................................................ 143
Conclusion ..................................................................................................................... 144
Appendix .................................................................................................................................... 146
Appendix A Spiritual Intelligence Tool .................................................................................... 147
Appendix B The Integral Vision ............................................................................................... 148
Appendix C Campbell Leadership Scales, Orientation, and Overall Index Correlations ......... 149
Appendix D Executive Dimensions scales ............................................................................... 151
Appendix E Spirtualtiy & Leadership Survey ........................................................................... 153
Appendix F Permissions ........................................................................................................... 161
References .................................................................................................................................. 164

vii

List of Tables
Table 2.1 A Continuum Illustrating Positive Deviance .............................................................. 71
Table 2.2 Conventional Leadership Principles Compared with Abundance Principles ............. 73
Table 3.1 Campbell Leadership Index™ Dynamic Scale Descriptors/Items ............................. 83
Table 3.2 Campbell Leadership Index™ Orientations, Scales, Descriptors/Items Researcher
Proposed Have Possible Connection to Spirituality .................................................. 84
Table 3.3 Executive Dimensions Concentration Areas and Competencies ................................ 87
Table 4.1 Frequency and Percentage Distribution Expert Knowledge of Spirituality ............... 95
Table 4.2 Frequency and Percentage Distribution Leadership Development Practitioner
Respondents Knowledge of Spirituality .................................................................... 96
Table 4.3 Frequency and Percentage Distribution Respondent Years of Employment in the
Organization............................................................................................................... 96
Table 4.4 Respondent Roles in Organization ............................................................................. 97
Table 4.5 Literature Definitions of Spirituality .......................................................................... 98
Table 4.6 Expert Definitions of Spirituality ............................................................................. 100
Table 4.7 Leader Development Practitioners’ Descriptions of Spirituality .............................. 101
Table 4.8 Expert Selection of Campbell Leadership Index TM Most Descriptive
of Spirituality ........................................................................................................... 104
Table 4.9 Leadership Development Respondents Rating of Campbell Leadership Index TM
at Least Quite Descriptive of Spirituality ................................................................ 108
Table 4.10 Pearson Correlation of Campbell Leadership Index TM in Spirituality
Items With Executive Dimensions Scales ............................................................... 111
Table 4.11 Cronbach’s Alpha for Campbell Leadership Index TM Spirituality Items ............... 114
Table 4.12 T-test for Significant Difference Between Executive Dimensions Competence
High and Low Scoring for Spirituality Items .......................................................... 116
Table 4.13 Executive Dimensions Competencies and Campbell Leadership Index TM
Spiritual Laws .......................................................................................................... 122

viii

List of Figures
Figure 2.1 AQAL (all quadrants, all levels) ............................................................................... 42
Figure 2.2 Details of the Quadrants ............................................................................................ 43
Figure 2.3 Causal Model of Spiritual Leadership Model ........................................................... 56
Figure 5.1 Assessment Challenge Support (ACS Model)…………………………………..…137

ix

1
Chapter I: Introduction
The intent of this study was to examine the relationship between spirituality and
leadership effectiveness among 900 executives who attended the Center for Creative
Leadership’s Leadership at the Peak from 2009-2012. The literature review focused on the
leading proponents of the spirituality domain and their work to bring the subject to the business
and industry stage. The necessary foundation for building understanding include defining
leadership, leader effectiveness, leader development, and spirituality, as well as examining the
relationship between spirituality and effective organizations and the challenge of adding to an
already crowded leadership development landscape.
I conducted two surveys and a series of post-survey discussions to seek concurrence on a
definition of spirituality and to identify Campbell Leadership Index™ (1998) “spirituality
descriptors/items.” The first survey asked six experts in the leader development field, with more
than a casual exposure to spirituality, to determine which items from a multi-rater assessment are
descriptive of spirituality. The second survey was developed from the expert survey results and
administered to a group of leader development practitioners from the Center for Creative
Leadership faculty. These data aided in addressing the overarching question of whether
spirituality is related to leadership effectiveness, as well as in identifying the spirituality
descriptors/items. If these constructs are related, then there is the potential of including
spirituality in the leadership development process where the principle purpose is improving
overall leader effectiveness at all levels.
The nature of leadership is such that most recognize it when they see it or experience it
but find it impossible to agree on how it should be defined. Definitions of leadership are
numerous. Burns (1978), Yukl (2006), and Stogdill (1974) explored this in their respective
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works, Leadership, Leadership in Organizations, and Handbook of Leadership: A Survey of the
Literature. Each of these leadership authors has their own perspective on how leadership is
defined. Stogdill (1974) saw leadership as being about interaction and influence relationships
between leader and followers. Burns (1978) said, “Leadership is exercised when persons…
mobilize… institutional, political, psychological, and other resources so as to arouse, engage,
and satisfy the motives of followers” (p. 18). Yukl (2006), the organizational leadership author,
defined leadership “as the process of influencing others to understand and agree about what
needs to be done and how to do it, and the process of facilitating individual and collective efforts
to accomplish shared objectives” (p. 8). The core of each definition is the relation between self
and others as those in the role and position of leadership influence others to act in achieving
goals. Bennis (2003) observed that “always, it seems, the concept of leadership eludes us or
turns up in another form to taunt us again with its slipperiness and complexity. So we have
invented an endless proliferation of terms (p. 259).”
In the Twentieth Century, definitions of leadership were no longer strictly focused on
individual traits or behaviors taken by those assigned leadership roles. The discussion has
expanded beyond to concepts of situational leadership (Hersey, 1985) and leadership in place
(Wergin, 2004). Situational leadership is the art of adjusting one’s leadership style to effectively
respond to the changing work environment. Leadership in place is a type of lateral leadership
that promotes collaboration and joint exploration of issues, with decision that are built on solid,
evidenced based deliberation (Wergin, 2004, p. 2). These are just two examples of historical
additions to the expanding number of definitions for leadership. Still, after centuries of study,
research, and expert opinion, a commonly agreed upon definition of leadership remains elusive.
Leadership is a noun defined as “authority, control, administration, effectiveness, superiority,
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skill, initiative, foresight, energy, and capacity (Leadership, 2007, p.362). Burns (1978), Heifetz
(1994), Senge (2004), Wheatley (1992), Yukl (2006), and organizations that are in the business
of developing leaders, including the Center for Creative Leadership’s, Handbook of Leadership
Development ( McCauley & Van Velsor, 2004), stated that leadership includes the dimension of
social process in their definitions of leadership. For the purpose of this study, I defined a leader
as the role/person and leadership as the collective social process of the relationship between a
leader and followers as they strive toward goal attainment.
The most common experience of humankind is close association with a parent or parents
during the first several years of life. We can generalize across cultures about this
experience that exists everywhere despite extended kinship systems in many cultures.
(Burns, 1978, p. 81)
The workplace is one of those “extended kinship systems” about which Burns (1978)
spoke, and it is within these systems, home, school, religious groups, and work, that all of our
social process takes place. I intentionally considered the workplace as my focus for the social
process and the impact of spirituality on leaders and the people they lead.
Leader Effectiveness
What is leader effectiveness? This is a difficult but important and necessary question to
address because like leadership, defining leader effectiveness is elusive. Stogdill (1974) and
Burns (1978) catalogued and interpreted over 5,000 studies of the concept and shared a great
variety of definitions. Stogdill described effectiveness as a leader’s ability to reconcile
differences with contending factions and keep the group integrated around a common purpose.
“Most researchers evaluate leadership effectiveness in terms of the leader’s actions for followers
and other organizational stakeholders” (Yukl, 2006, p. 9). A definition of leader effectiveness
aids in giving clarity about how a leader successfully influences the behavior of others in
achieving goals. Because a leader’s role is principally relational, the definition of effectiveness
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is at least partly in the eye and experience of the people who interact with the leader. For the
purpose of this study, leadership effectiveness is defined as a leader’s capacity to sustain his or
her ability to influence the behavior of others in achieving goals. “The most common measure of
leader effectiveness is the extent to which the leader’s organizational unit performs its task
successfully and attains its goals (Yukl, 2006, p. 10).” This definition is consistent with the
perspective of Burns (1978), Greenleaf (1977), Heifetz (1994), Northouse (1997), Uhl-Bien
(2006), and McCauley & Van Velsor (2004), current thinkers in the field who situate a leader’s
success in the context of the leader follower relationship.
With clarity on the definition of leader effectiveness, a second question logically follows:
How is leader effectiveness measured? One of the most widely accepted approaches toward
measuring leader effectiveness is the multi-rater feedback method (also known as 360-degree
assessment). This type of assessment typically provides a self and other (boss, direct
reports/subordinates, and peers) rater report on a given set of behaviors/ competencies/
characteristics that are research backed measures of leader effectiveness.
The Executive Dimensions 360 assessment developed by the Center for Creative
Leadership is one such tool. This assessment provides developmental feedback on leadership
competencies in three broad areas of concentration: Leading the Business, Leading Others, and
Leading by Personal Example. Within these three areas, there are 16 categories shown to be
indicative of leader effectiveness. The Executive Dimensions results can be viewed in a variety
of measures; for example, what bosses, peers, subordinates or direct reports, board members, and
others see as effective. Effectiveness may be measured by using one rater group or the overall
score by combining all raters into an overall effectiveness score.
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According to Nowack’s (2009) Bosses Are Tougher Raters than Direct Reports, there are
two significant findings about bosses as raters. First, bosses are significantly tougher raters;
secondly, boss feedback tends to be based on bottom-line results. Nowack’s closing remarks
drive his findings home. “Our analysis suggests that if your boss has any influence over your
career, you might want to find out what makes them look good to senior management and play
the political game of emphasizing what you have accomplished” (p. 4). Eichinger and Lombardo
(2004), in their report on Patterns of Rater Accuracy in 360-Degree Feedback, found that the
boss is the most accurate rater. Other studies reached similar conclusions (see Atkins & Wood,
2002; Kaplan & Kaiser, 2003).
I decided to use the boss’s overall rating as the measure of effectiveness because it is the
boss that has the most influence in determining the career path of subordinates through
evaluations, assignments, training and development opportunities, and promotions. Furthermore,
the number of bosses remains consistent at one and occasionally two, while the other rater
groups, subordinates, peers, and others are inconsistent across cases, ranging from one to dozens.
The Executive Dimensions contains 16 competencies measured by 92 items that are
organized into three broad categories of Leading the Business, Leading Others, and Leading by
Personal Example. The competencies embedded in Leading the Business are sound judgment,
strategic planning, leading change, results orientation, global awareness, and business
perspective. The Leading Others concentration includes six competencies of inspiring
commitment, forging synergy, developing and empowering, leveraging differences,
communicating effectively, and interpersonal savvy. Leading by Personal Example has four
competencies of courage, executive image, learning from experience, and credibility.

6
The Executive Dimensions 92 items in three broad areas of concentration and 16
competencies have over time been shown to be a good approach in measuring leader
effectiveness for senior level executives. The Executive Dimensions results help leaders
understand specific behaviors that are supporting or hindering their ability to influence others
toward goal attainment and their overall level of effectiveness (Fleenor & McCauley, 1996).
To reach conclusion on what is needed in terms of the future of leadership, the following
question must be considered. How can ineffective leaders and good leaders be better developed
given the current state of leadership? Without improving the effectiveness of individual leaders
and the organizations they lead, not only can we expect a continued decline of leadership as we
know it but also in all aspects of society, organizations, groups and individuals will be
compromised on multiple levels.
In the introduction to Immunity to Change Kegan and Lahey (2009) wrote that:
No leader needs convincing that improvement and change is at the top of the agenda. In
addition, no leader needs a book of sympathy for how hard it is to bring change about,
whether in oneself or in others. We all know change is hard. There is no greater
opportunity to apply these opening statements than to the challenge of integrating
spirituality and leadership. (p. 1)
This process must be all inclusive/complete/whole of what makes us who we are as a
leader. Wholeness means one’s values, beliefs, mindsets, skills, talents, abilities, emotional
intelligence, fitness level, social identities, and spiritual awareness. As a leader’s whole self is
recalibrated, there are discoveries of areas that need to be developed that, when completed, will
add to their overall experience of effectiveness. Self-awareness provides an individual
developmental database of one’s skills, talents, abilities, intelligences, values, beliefs, mindsets,
and awareness. “Self-awareness, often overlooked in business settings, is the foundation of the
rest: without recognizing our own emotions, we will be poor at managing them, and less able to
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understand them in others” (Goleman, 2002, p. 9). This statement from Goleman’s perspective
demonstrates how important the concept of self-awareness is to emotional intelligence, and it
follows how important emotional intelligence is to a leader’s effectiveness. Furthering this
conversation, Guillory (2000) took this knowledge requirement of self-awareness back to the
times of antiquity:
Leadership begins with knowledge of self. The phrase “know thy self” is the ancient
Delphic inscription from Thebes in Greece. It refers to the continuing process of in-depth
self-exploration beyond the limitations of personal consciousness. It means
communication with one’s soul. Communication with this inner source provides clarity
as to one’s life purpose. Aligning your life purpose with your natural talents, skills, and
abilities is the first step of spiritual leadership. This natural inner drive to self-express is
the source of commitment and passion. (p. 169)
Others agree that self-awareness is foundational to a leader’s developmental process and
success. Palus and Horth (2002) said that “personalizing (self-awareness) effectively requires
you to make the effort to know and develop yourself” (p. 41). The Center for Creative
Leadership’s Handbook of Leadership Development (McCauley & Van Velsor, 2004) devoted
six pages of the introductory chapter to the topic of self-awareness. “Self-awareness means
understanding the impact their strengths and weaknesses have on others, on their effectiveness in
various life roles, and on reaching their goals (McCauley & Van Velsor, 2004, p. 13).”
Lombardo and Eichinger (2004) in each edition of their For Your Improvement Development
Guide dating back to 1996, have a chapter about self-knowledge, aka self-awareness. In their
seminal work, The Leadership Challenge, Kouzes and Posner (1995) said, “We’ll find in the
years to come that the most critical knowledge for all of us, and for leaders especially, will turn
out to be self-knowledge” (p. 335).
My experience and the literature have led me to understand that the fuel that drives the
engine of effectiveness for leaders is self-awareness. Consistent with the literature, I pen my
definition of self-awareness as having a continuing calibration and recalibration of one’s skills,
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competencies, and behaviors that are needed to successfully influence others in achieving goals.
Yukl (2006) said, “Self-awareness of one’s emotions and motives can help you solve complex
problems, make better decisions, adapt your behavior to the situation, and manage crises”
(p. 208). This is the substance of the development process that follows the discovery of one’s
strengths and weaknesses. Self-awareness is necessary for both the leader and follower as the
work to be achieved can only be accomplished through a collaborative effort. Self-awareness
enables a leader to begin to understand the impact he or she has on others and how to adjust style
or behaviors to maximize the relational connection built on trust and respect to achieve
established goals.
The multi-rater assessments, such as the 1998 Campbell Leadership Index ™ and the
Executive Dimensions, bear this out as leaders are able to focus on specific behaviors, actions, or
competencies identified in their data summary as a foundation for goal setting and goal
attainment. It is this relationship and the influence toward goal attainment that the Center for
Creative Leadership uses as the foundation to their leadership development programs, including
the Leadership at the Peak, a program for C-Suite executives—that is, those executives with
“chief” as part of their title such as chief executive officer, chief operating officer, chief
information officer, and so forth. The multi-rater 360 degree assessments underscore the
importance of building and maintaining strong relationships or other connectedness.
Assessment, challenge, and support are three components of an effective development
process. Assessment is about getting understanding of the current level of performance or status;
challenge is about getting understanding about what’s needed to close the gap between the
current level of performance and where one wants to be or needs to be; and, support is about
securing the resources needed to be successful in closing the developmental gap. Such resources
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could include coaching, mentoring, special training, reward and recognition, and incentives.
These three elements of assessment, challenge, and support in balance provide a continuous
learning process which is at the heart of leader development. Spirituality has not historically
been included in this process. However, recent literature suggested that the possible relationship
between spirituality and leader effectiveness has of late sparked the interest of a range of
researchers and theorists, including the 150 studies included in Reave’s (2005)
meta-analysis. This study sought to quantify the suggested relationship and identify specific
links between the two constructs.
Spirituality
The panoply of leader development trends, issues, and strategies have not explicitly
included spirituality. This absence in part is due to the difficulty of defining spirituality.
Countless ideas, concepts, opinions, and definitions of spirituality have been posited, but no one
definition is generally accepted. For example, Reave (2005), in her review of over 150 studies of
spiritual values and practices related to leadership effectiveness, found that “spirituality
expresses itself not so much in words or preaching but in the embodiment of spiritual values such
as integrity and in the demonstration of caring and concern” (p.656). One of the many
definitions of spirituality/spirit found in the subject literature was one offered by Conger (1994):
“Spirit is defined as that which is traditionally believed to be the vital principle or animating
force within living beings; that which constitutes one’s unseen intangible being; the real sense or
significance of something” (p. 64). It is clear that while the definitions differ throughout the
literature, the underlying purpose of unity, wholeness, force, power, presence, oneness, and
common good, are consistent. Conger (1994), Fairholm (1997), Mitroff and Denton (1999a),
and Reave (2005), among others with their respective data, suggested a connection between the
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role of the leader and spirituality. Studies in social identity and social responsibility have shown
that individual spirituality is a long-dormant and ignored aspect of self-awareness (Mitroff &
Denton, 1999b). In a small group discussion on spirit and leadership in which I participated
during the 2006 Antioch University PhD residency in Keene, New Hampshire, students
suggested the following descriptions of spirituality:
• Spirituality is a way to return to our natural selves.
• Spirituality is the activity, or set of activities through which we explore the essential
nature of ourselves.
• Spirituality is a noun. It is not synonymous with religion, although religion may be a
component of spirituality for some.
• Spirituality involves practices (activities) that are undertaken to increase selfawareness, consciousness, presence, empathy, and compassion for others. Through
spirituality we examine and reframe our underlying, often unconscious, beliefs,
reactions, and habits of mind as well as the mental models that drive our beliefs and
habits.
Spirituality has been inextricably linked to religion and theology, with resulting fear,
polarization, or conflict adding to the morass involved in discussions about spirituality. Major
world religions, such as Christianity, Islam, and Judaism, continue to demonstrate difficulty with
the centuries old ideas that one God, religion, dogma, or theology is better than another and that
those who do not agree should be coerced or destroyed to prove it. Although far from the truth
of these religions, fear persists, and in many instances fear is itself an effective inhibitor to
rational dialogue about spirituality and its links to effective leadership and change.
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Arguably, religious debate on the spirituality issue is mitigated by academics wisely
choosing synonyms or less volatile words for spirituality in their discourses that include:
a) presence, (b) enlightenment, (c) force, (d) higher power, (e) cosmic energy, (f) synergy,
(g) synchronicity, (h) wholeness and transcendence, (j) values, (k) ethics, and, most recently,
(l) wisdom. Although dialogue may be facilitated with this action, spirituality has to stand on its
own strength in the realm of leadership and change. Spirituality as a companion to leadership
and change is more relevant a discussion topic today than ever before.
The first 13 years of the new millennium is vastly different from the last 13 years of the
Twentieth-first Century. These challenges mean a different approach to leadership is needed to
address the global intricacies and nuances that have emerged. For example, the September 11,
2001 terrorist attack on the U.S. forever changed the landscape from national to global issues and
made the need for effective leaders ever more critical. The influence and impact of global
terrorism is apparent on all levels, social, political, and economical, and clearly underscores that
the world of the Twenty-first Century is not business as usual. This was noted in the U.S.
Department of State Quadrennial Diplomacy and Development Review released on December
15, 2010. Then Secretary of State, Hilary Clinton, outlined several key factors that of necessity
must guide U.S. foreign and domestic policy given the new global landscape. She called for
better collaboration and coordination across governmental agencies, better and more effective
use of taxpayer dollars, development of non-military strategies for engaging the diffusion of
power among emerging countries and their leaders, and the need to develop and deploy a flexible
corps of civilian experts to help navigate the changing global landscape (U.S. Department of
State, 2010, pp. 6-8). Some of her ideas and principles could be easily applied to the near
financial collapse in 2008 of the U.S. financial system, as well as global market that led to a
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worldwide recession. One global super power remains from post-World War II, the emergence
of the BRIC economies (Brazil, India, and China) necessitates new relationships in how business
gets done in this new world order. In short, challenges facing us in the 21st Century call for more
creative ways to develop leaders, tapping into the very essence of positive humanism that
includes self-awareness.
There is a different set of values, beliefs, ethical behaviors, responsibilities, and
accountabilities that are needed in the wake of this phenomenon of escalation of terror and
change. Whether we refer to the Arab Spring or Occupy Wall Street, the message is
clear ˗ things are changing. At the heart of these changes is the need to embrace not the same
values, beliefs, and practices that got us into the mess but a new set of values, beliefs, and
practices to ensure it does not happen again. Spirituality at its core is about leading from a
different set of values, principles, and beliefs that are not just for a few but benefitting the
common good that will build a safer, more secure, respectful, responsible, inclusive, and
sustainable future.
Spirituality, then, is the awareness, understanding, access, and intentional integration of
the invisible life force that permeates all of our experience. Suggesting a definition of
spirituality here does not marginalize all the other possible options but rather encompasses the
definitions offered in the literature by Fry (2003), Reave (2005), Wheatley (1992), and Wilber
(2007). This opens the door to further clarification with survey respondent ideas and serves as a
framework for thinking about spirituality and leadership effectiveness.
This definition informed my thinking that some of the 1998 Campbell Leadership Index
™ descriptors/items may relate to spirituality. These 1998 Campbell Leadership Index ™
statements are based on adjectives related to aspects of leadership. For example, I initially
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proposed that descriptors related to spirituality include: courageous, compassionate, friendly,
trustworthy, ethical, service-oriented, following a calling, motivational, passionate, ambitious,
affectionate, considerate, empowering, credible, and optimistic. Interviews and surveys with
experts and leadership faculty were used to corroborate this thinking. It was my intention to
bring some clarity to the discussion about the relationship of spirituality to leader effectiveness
and the role spirituality may play in developing leaders. Some 1998 Campbell Leadership Index
™ adjectives and descriptors when viewed as “spirituality” adjectives and descriptors may offer
a long overlooked aspect of developing leaders and improving their effectiveness. It is in
connectedness to our work experience that spirituality may be able to help develop whole-person
leaders who are prepared to deal with the challenges of the modern world. The question that
requires an answer is: Is there a correlation between leadership behaviors and spiritual
behaviors? And, if the answer to that initial question is yes, then it follows to ask when will
developing a leader’s spirituality be utilized to help them to be more effective?
Spirituality and leader development. This research began from the premise that the
spirituality dimension has been consistently overshadowed, downplayed, minimized, or
completely ignored in the field of leader development. If the spiritual development of individual
leaders can be added to other accepted leadership skills, such as job specific technical skills,
emotional intelligence, and physical fitness, then there is an exponentially greater possibility that
both the ineffective and the already effective leader will improve their effectiveness by including
an overlooked aspect of leader development, spirituality.
Academics (Burns, 1978; Heifetz, 1994; Senge, 2004; Wheatley, 1992; Wilber, 2001;
Yukl, 2006; and others) seemed to understand the connection between leadership, change, and
spirituality, because the respective literature base has common themes, such as ethics, values,
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common good, societal benefits, individual and organizational wholeness, courage, and
leadership character. These themes can be applied to the millennial face of leadership as a
means of moving individuals, groups, and society into the realm of living and succeeding
together. With accelerated changes in technology, the environment, and virtual connections, new
ways of being together must be found. Leaders using existing paradigms have brought the world
to this era. When a few gifted leaders, such as 20th Century examples Martin Luther King, Jr.,
Gandhi, Margaret Thatcher, and J. Robert Oppenheimer, follow spiritual paths and find an
effective marriage of spirituality with other leadership styles or traits, the opportunity to meet
these challenges is exponentially improved. These extraordinary individuals demonstrated that
there indeed was a place for spirituality in the work of individual leaders regardless of the field
or area of change: social, political, economic, and more. The opportunity is available to
determine if ordinary leaders can become more effective, perhaps extraordinary, in their
respective work by applying spiritual behaviors to their leader development and practice in a
business context.
Spirituality in the workplace. Dent, Higgins, and Wharff (2005) noted that the concept
of spirituality and religion in the workplace has gained enough strength and interest in the past
decade that the Academy of Management officers created a new special interest group for its
membership: The Management, Spirituality, and Religion group has grown to more than 500
members since its inception (Robbins, 2003a, 2003b) and has legitimized the study of spirituality
in the workplace in academia while simultaneously introducing this emerging domain into the
leadership research agenda (Academy of Management, 2004).
Religion is the most recognized and generally accepted context for spirituality. A cursory
review of the major religions of the world, Judaism, Christianity, Islam, Hinduism, and
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Buddhism, all have different names, some familiar practices, and beliefs that center around a
supreme being(s), higher power or God. Helping professions have benefitted from applying
spirituality to the care of others. For example, spirituality is brought into healthcare, hospice
units, senior care facilities, and education, especially in the non-secular community.
Contributors to the secular and non-secular discourse regarding spirituality include Fowler’s
(1981) stages of faith that process faith in the same way educator’s talk of stages of
development. Palmer (2004) is also a longstanding advocate of education focusing on the
educator as he calls it, courage to teach. His organization assists educators by helping them in
renewing their inner lives. Senge (2004) applied concepts and principles for his seminal work
The Fifth Discipline (1990) to his new publication, Schools That Learn (2012). Both authors
contribute to the inner journey and other connectedness of spirituality.
Role of spirituality in effective organizations. Leadership and leadership effectiveness
are essential in the relationship between leaders and followers pursuing and achieving goals.
The link to the leader’s success is self-awareness in the context of the work and the relationships;
the greater the influence and the relationships, the greater the likelihood of sustainable success.
What is not lost here is the reality that the leader/follower relationship often takes place in the
context of the place called work, also known as the organization. The relationship success of the
leader and follower leads to organizational success. Linking spirituality to self-awareness, an
essential component in the leader development process, potentially strengthens the
leader/follower relationship that leads to organizational success; thus, it makes sense to follow
the potential impact of spirituality in a leader development process. Fry’s (2003) seminal work
hypothesized and supported this extrapolation that outcomes across the organization, team, and
individual levels can be effected by leaders with spiritual awareness or understanding
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(e.g., positive human health, ethical and spiritual well-being, and corporate social responsibility).
In short, spiritual awareness makes them more effective and successful leaders.
Center for Creative Leadership and the leader development industry. The individual
and organizational leadership development industry is a multi-billion dollar industry worldwide
that devotes time, research, money, and a talented group of practitioners to developing effective
leaders and or effective organizations. The Center of Creative Leadership is one of many
organizations in the field of individual and organization leader development. Others include
business schools, such as Harvard, Stanford, Wharton, and University of Virginia; and
leader/organizational development businesses/institutes, such as Aspen, Personnel Decisions
Incorporated (PDI), The NINTH HOUSE, and Gallup. Still others include the Center for
Creative Leadership’s international competitors INSEAD, the London Business School, and
Development Dimensions International.
I have intentionally focused on the Center for Creative Leadership as it is the source of
the database of the 900 Leadership at the Peak program participants used in this study. Faculty
and executive coaches are participants in the survey and interview process, and it is the source of
my professional development and experience in the leader development and executive coaching
industry for the past 13 years.
The Center for Creative Leadership was founded in 1970 in Greensboro, North Carolina,
with the sole purpose of promoting the understanding, practice, and development of leadership
for the benefit of society worldwide. Today, 42 years later, the Center for Creative Leadership
has a global footprint that includes campuses or a presence in Moscow, Singapore, Addis Abba,
Brussels, and South America, as well as its U.S. based facilities in San Diego, Colorado Springs,
and headquartered in North Carolina. Over 3,000 organizations send over 20,000 of their leaders
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at all levels to one of the Center for Creative Leadership’s leadership development “roadmap”
experiences. The power of this organizational success is based upon self-awareness and its
development in relationship to others in achieving stated group, team, or organizational goals
and objectives.
The leadership development roadmap allows leadership skills to continue to evolve and
adapt to meet the constantly changing challenges and conditions of a global marketplace. The
roadmap connects leaders to the right development activities at the right time. With the
roadmap, organizations have the information they need to guide leader development, fuel
sustained success, and prepare leaders for what’s next.
The Center for Creative Leadership collects data from all of its program participants.
This database contains over 40 years of data from participant personality and behavior styles
inventories, such as Myers-Briggs Personality Type Indicator and interpersonal relations
capacities from the Fundamental Interpersonal Relations-Behavior (FIRO-B). In addition, the
database includes 30 years of multi-rater assessment results. The Center for Creative Leadership
pioneered the multi-rater assessments in the early 1980s and continues using successfully today
as a tool for assisting leaders’ growth and development and for measuring levels of effectiveness.
I utilized the multi-rater leadership assessment data from the senior executive program offered
by the Center since 1984, Leadership at the Peak for this study.
Study Purpose and Justification
Although scholars have not agreed on a common definition of leadership or spirituality,
most people would agree that the September 11, 2001 terrorist attack on the United States left the
world forever changed. Resulting changes have affected world economics, politics, social
fabrics, religious factions, the military, technology, and how we understand and relate to one
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another in the global environment (Freidman, 2005). This is a timely opportunity for exploring
the nexus of spirituality and leadership development and subsequent potential for improved
effectiveness. The critical and necessary dialogue about spirituality must be entered into with
needed understanding, clarity, definitions, potential impact, application, relevance, and
legitimacy in the context of the new global landscape. The outcomes of this study assist in
addressing these needs. In April 2002, a number of business leaders participated in the Harvard
Business School’s Möbus Leadership forum to discuss how their spirituality helped them be
powerful leaders. The participants included Ricardo Levy, chairman of Catalytica Energy
Systems. He outlined four guidelines that help him stay spiritually centered: quiet the mind, hear
the inner voice, rest in the unknown, and stay humble in the face of temptation and power. Zia
Christi another participant said he has distilled his Muslim beliefs into a set of ethics that help
him guide the business. Many others spoke of the need to provide leaders and organizations
assistance with definitions, language, key concepts, applications, and practices to use to enhance
their leader development and effectiveness in a meaningful way.
Tony Schwartz, author of What Really Matters: Searching for Wisdom in America and
Work in Progress, co-authored with Michael Eisner of Disney fame, after discovering his
personal lack of fulfillment from his New York Time’s best-seller, The Art of the Deal (1987),
co-authored by Donald Trump, set out to discover the primary values in his life: humility,
service, health, and authenticity. In The Art of the Deal, the relationship between spiritual and
leadership behaviors were explored in ways that identify spirituality as the potential added
influence on leader effectiveness. The study results show a relationship between spirituality and
leadership effectiveness and, therefore, provide an impetus for advancing the idea of including
spirituality into the leader development processes in order to advance individual leader and

19
organizational effectiveness. My study seeks to further corroborate the relationship between
spirituality and leadership effectiveness by exploring this relationship with measures from two
360 degree multi-rater assessment measurement tools. The results of this study could be the next
step in affording spirituality its place in the development of leaders alongside more traditional
leadership competencies or behaviors, such as technical skills, giving and receiving feedback,
emotional intelligence, physical fitness, self-awareness, and coaching. This conclusion, could
also lead to more effective leaders and, thus, leaders who are better able to lead in the face of
Twenty-first Century challenges. When this happens, individual leaders are able to influence
others in helping groups, teams, organizations, and ultimately society at large become more
effective.
If the study results show a high correlation between the two concepts, it may be possible
to more directly link spirituality to leader effectiveness development and assessment and training
similar to the way that emotional intelligence, fitness, and coaching have been included in the
leader development agenda. While there is a lack of agreement about defining spirituality, such a
failing should not hinder the process and development of opportunities for enhancing leader
effectiveness development.
Further study on the topic is warranted given the nature of and need for expanding
leadership. Spirituality has not had the overwhelming support of traditional academics as a
legitimate or rigorous component of individual or organizational leader development, but just as
the global leadership landscape has changed, so are the attitudes toward the notion of spirituality.
Like other behaviors and constructs that were not in the past, but that are now a part of what we
call leadership development, it may be time for a closer look at adding spiritual behaviors to the
mix.
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Research Questions
The overarching question of this study is whether a correlation exists between individual
leader effectiveness and spirituality constructs. It must be noted that there is not just one
research question but several that the study will address including:
1. How is spirituality defined? What are general understandings about spirituality in
terms of actions/behaviors/characteristics from the literature and from survey
respondents?
2. Which 1998 Campbell Leadership Index ™ items are the most descriptive of
spirituality based upon survey responses?
3. What is the relationship between the 1998 Campbell Leadership Index ™
“spirituality” items and the Executive Dimensions leader effectiveness competencies?
The following chapters will address these research questions. In Chapter II, the literature
review, I expound upon definitions and perspectives on leadership, leadership effectiveness,
leadership development, and the role that spirituality could play in expanding what is
understood, practiced, and developed in helping leaders be as effective in their roles as possible.
In Chapter III, I cover the research process that will be used in addressing my three research
questions, the definitions from the literature, survey results of spiritual understanding for
leadership development practitioners, and how the two multi-rater assessments will be used to
address these research questions. The Center for Creative Leadership Executive Dimensions and
the Campbell Leadership Index TM (1998) 360-degree assessments provide measures of
spirituality and leadership effectiveness. A participant database was created using the above
mentioned multi-rater instruments based upon results from the Leadership at the Peak program
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from 2009-20012. Chapter IV reports the research findings, and Chapter V addresses how the
findings relate to and may be integrated into the leadership development practice field.
Positionality
After I was ordained a Christian minister in 1994, I often found myself in discussions
regarding the role of spirituality in the workplace, and like many others, especially as a human
resource manager, I could and did easily reduce the discussion to accommodation of a plethora
of religious practices. The end result was a backing away from including “religion” in the
workplace in any meaningful way as it was too cumbersome to implement and enforce.
Beginning in 2001, as a member of the faculty at the Center for Creative Leadership, the
development of leaders and leadership changed my thinking about the role of spirituality in
effective leadership. Leadership focus seemed to be all in the results only, however somewhere
along the journey it became increasingly important to get results through influencing other to
engage and counsel in new and different ways. In my work facilitating training sessions with
business leaders at all levels, it became obvious that the issue of spirituality was important for
them but was often unspoken or implicit. As I delved deeper into the discussion, it became clear
that we needed to expand our notions of leadership behaviors and competencies to include a
spiritual dimension if we were going to develop leaders to be effective in their work as well as in
their lives in a more holistic way. It was this realization that has led me to undertake this
research.
As a leader in the public, private, government, and faith communities, I observed that
when there is inclusion of all that makes a leader whole, including spirituality, the answer to the
role of spirituality and leadership effectiveness may be much easier to grasp, to see, and to
experience. Lastly, my work with commanding officers in the U.S. Armed Services has shown
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me the level of their understanding and the importance of applying spirituality in leadership as
they deal with life, death, rebuilding communities, and working across the boundaries of cultures
and governments. Spirituality like leadership is boundless in the impact that it can have at the
individual, group, team, organization and societal levels. Collectively, these officers are able to
do this consistently and successfully.
As a senior faculty member at the Center for Creative Leadership, I regularly use the
Executive Dimensions and The 1998 Campbell Leadership Index ™ in my work with senior
level executives in the Leadership at the Peak program. Both of these instruments are designed
to provide leaders with 360 ̊ feedback regarding strengths and weaknesses or areas for potential
development. These instruments have over 20 years of success in identifying for leaders the
behaviors that elevate leader effectiveness and identifying developmental opportunities. Not
long ago emotional intelligence was not considered a necessary competency to have or develop
as a means of development of improving one’s leadership effectiveness. However, today the
notion that a leader could be effective or be developed without emotional intelligence for the
most part is laughable. If it can be demonstrated that the behaviors embedded in the 1998
Campbell Leadership Index ™ have a correlation to spiritual behaviors, and if these “spiritual”
1998 Campbell Leadership Index ™ items have an association with low or high leadership
effectiveness as measures on the Executive Dimensions, then a case could be made for
spirituality being used to enhance a leader’s development and effectiveness. My research
questions look at the possible connection between spirituality and leadership and a possibility of
subsequent leader development in this area leading to greater effectiveness.
Through my role as one of the conference organizers for the Center for Creative
Leadership’s tenth and last Spirit and Leadership Conference in January 2007, I found it was
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clear that more research was needed to create a conference that would attract the same leaders
that attended other Center leadership development programs. The final conference was a blend
of the eclectic outdoor labyrinth reflective walk to the more “leader friendly” audio explorer.
The labyrinth was a metaphor for the challenges of leadership where participants had to find
their way through a maze-like set of paths or passages to successfully find the finish. The
Auditory Explorer refers to the Center for Creative Leadership’s series of activities that include
Visual, Wisdom, and Metaphor Explorer. It is a way for participants to explore leadership
challenges through a non-assessment methodology. In the case of the Auditory Explorer,
participants explored leadership meaning through music from around the world. The question
that many participants wanted answered was “How could including spiritual behaviors make me
and my team and organization more effective? This study was intended to provide the language,
definitions, applications, understandings, examples, and considerations that organizations and
individual leaders can vet as they design and deliver leader development opportunities. This
study focused on identifying and quantifying the relationship between spirituality and leadership
effectiveness. My research is not the solution to the new challenges of this millennium but may
offer opportunities to further vet the potential benefits of the integration and influence of
spirituality into individual and organizational leader development plans. It is further anticipated
that my research will add to the body of information in this growing field providing practitioners
with tools and insights that will assist in advancing leader development and effectiveness. This
question will be the key driver for the Center for Creative Leadership’s next sprit & leadership
conference.
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Definitions
The following definitions are most relevant to this study and are referred to throughout
the literature review and methods chapters. I define leadership as the result of the relationship
between a leader and followers as they strive toward goal attainment. For the purpose of this
study, leadership effectiveness is defined as a leader’s capacity to sustain his or her ability to
influence the behavior of others in achieving goals.
I define development as taking the continuous steps to grow and develop one’s
self-awareness with the outcome of maintaining an existing strong leader effectiveness profile or
improving one’s less than effective leader profile that will better enable the relationship between
leader and follower to achieve organizational goals. Lastly and most significant to this study is
spirituality. Pending further analysis of my first research question, I define spirituality as the
awareness, understanding, access, and intentional integration of the invisible life force that
permeates all of our experience. These definitions will be critical in addressing the research
questions.
Limitations of the Study
There are three noteworthy limitations to this study; these limitations, rather than
diminishing the study, open windows of opportunity for further study that could enhance the
profile of spirituality in context of individual leader development and effectiveness. The first
limitation is the sample of 998 participants. The sample size is sufficient, but it includes only
senior level executives. Questions regarding the applicability of the findings to first line
supervisors, mid-level managers, other non-senior level executives, and the general public will
remain unaddressed. The second limitation is the use of a single multi-rater assessment
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instrument to create a list of leadership descriptors to correlate to spirituality. This could open
debate about the relative importance of a single set of leader descriptors versus others from
different multi-rater assessments, and the almost exclusive use of resources from the Center for
Creative Leadership may be viewed as a focused look at a specific aspect or set of leader
behaviors to open the door to future studies that will provide more data about the place and role
of spirituality in elevating leader effectiveness. The final noteworthy limitation is the data
source itself. It must be pointed out here that the 1998 Campbell Leadership Index ™ was
designed and empirically validated to measure an array of leader behaviors that did not
necessarily include the full scope of spiritual behaviors. Thus, further study may be needed to
explore the full range of spirituality descriptors. The ultimate goal is to provide avenues for
additional research in this emerging domain. These noteworthy limitations do not discredit this
study as a focused look at a single comparative aspect of spirituality and its relationship to and
potential impact on leader effectiveness. Another goal or outcome of this study is to stimulate
research in this emerging domain.
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Chapter II: Review of the Literature
The new millennium ushered in a new era of globalism, geopolitics, economic
interdependence, wars, global social unrest, unrivaled health concerns of a pandemic nature, and
exponential growth in technology all at a frenetic pace. When I began this study in 2005, it was
challenging to find articles, books, or dissertations on spirituality and leadership; there were
many resources to study spirituality from a religious perspective but not from a business
perspective. Fast forward eight years, and the web is replete with resources, and academic and
scientific journals are publishing data about spirituality in the center of the business landscape.
Thomas Friedman (2005) said that he believed what was happening, and happening fast,
was a triple convergence of events that was bringing the world closer together—or a “flattening”
world:
This triple convergence—of new players, on a new playing field, developing new
processes and habits for horizontal collaboration that I believe are the most important
forces shaping global economies and politics in the early 21st century. Giving so many
people access to all these tools of collaboration, along with the ability through search
engines and the Web to access billions of pages of raw information, ensures that the next
generation of innovations will come from all over the planet. The scale of the global
community that is soon to be able to participate in all sorts of discovery and innovation is
something the world has simply never seen before. (Friedman, 2005, p. 181)
Anthony Giddens (2001), author of Runaway World, posited that in French, the word for this is
mondialisation. In Spain and Latin America, it is globalization. The Germans say
Globalisierung. Globalisation has something to do with the theory that we now all live in one
world. Yet we know little of the complexities of our living together and if living together is
really valid. Various thinkers have taken almost completely opposite views about globalisation in
debates that have sprung up over the past few years (Giddens, 2001). Societies and civilizations
that had developed limited contacts with each other have moved inexorably toward
interdependence; the lives of their citizens are increasingly affected by the events and trends
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taking place across oceans, oceans that once seemed to provide vast and secure buffers. The
need for cross-cultural understanding and sensitivity has never been greater, especially as new
global coalitions are being created (Mahbubani, 2002). This new emerging world described by
these authors and others may be summed up by Perekh (2006) in Rethinking Multiculturalism:
Cultural Diversity and Political Theory:
Almost all societies today are multicultural and likely to remain so for the foreseeable future; this
is our historical predicament, and we obviously need to come to terms with it. Since cultural
diversity has much to be said for it, our predicament, if approached in the spirit of
multiculturalism, can also become a source of great creative opportunities.
(p. 336)
Conditions such as these and more call for a new era of creative leadership to contend with the
challenges of a new global landscape.
Chapter II reviews literature that suggests how we might provide leaders with a different
awareness about spirituality applied to leadership, leader development, leader effectiveness,
spirituality, spiritual leader development, organizational leadership and spirituality, spirituality
and organizational development, spirituality, organizational effectiveness, and integration.
Finally, it offers field examples of some organizations that integrate leadership and spirituality.
Chapter II concludes with additional thoughts on my position and chapter summary.
“Leadership is defined as a process whereby an individual influences a group of
individuals to achieve a common goal” (Northhouse, 1997, p. 3). Bennis (2003) observed that
the concept of leadership always seems to elude us or turns up in another form to taunt us again
with its slipperiness and complexity. So, we have invented an endless proliferation of terms to
deal with defining it…and still the concept is not sufficiently defined; for example:
•

Leadership is “the behavior of an individual…directing the activities of a group toward a
shared goal” (Hemphill & Coons, 1957, p. 7).	
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•

Leadership is “the influential increment over and above mechanical compliance with the
routine directives of the organization” (Katz & Kahn, 1978, p. 528).	
  

•

Leadership is “the process of influencing the activities of an organized group toward goal
achievement” (Rauch & Behling, 1984, p. 46).	
  

•

“Leadership is about articulating visions, embodying values, and creating the
environment within which things can be accomplished” (Richards & Engle, 1986,
p. 206).	
  

•

“Leadership is a process of giving purpose (meaningful direction) to collective effort, and
causing willing effort to be expended to achieve purpose” (Jacobs & Jaques, 1990,
p. 281).	
  

•

Leadership “is the ability to step outside the culture…to start evolutionary change
processes that are more adaptive” (Schein, 1992, p. 2).	
  

This proliferation of leadership definitions continues into the 21st Century but with the added
challenge and complexity of integrating previously ignored aspects of leadership—for example,
emotional intelligence, mindfulness, wisdom, and potentially spirituality. For the purpose of this
study, leader refers to the role/person, while leadership refers to the result of the relationship
between a leader and followers as they strive toward goal attainment.
Leadership Development
Webster’s New World Dictionary and Thesaurus defined develop as meaning to improve,
enlarge, promote, advance, magnify, build up, refine, enrich, hone, and grow (Develop, 2007,
p. 171). The other forms of develop include developed (adverb) and development (noun).
Develop is a key word in this study as spirituality has the potential to add to the growth of
individuals. In the business and industry of leader development, the life blood of successful
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vendors is the kinds of offerings, strategies, tools, practices, and new behaviors they present to
help individuals develop as leaders. This is a critical belief in the language of the Center for
Creative Leadership’s Handbook of Leadership Development. “Development is worthwhile as it
is the key underlying assumption that people can learn, grow, and change and that this learning
and personal growth does enhance individual effectiveness” (McCauley & Van Velsor, 2004,
p. 3). It is here in the last sentence that we see together development and effectiveness.
Foundational to development and effectiveness is self-awareness. According to The Center of
Creative Leadership, self-awareness is described as a key aspect of understanding oneself that is
inclusive of personal strengths and weaknesses—what one does well and not so well (McCauley
& Van Velsor, 2004).
According to the Center for Creative Leadership’s Handbook of Leadership Development
(McCauley & Van Velsor, 2004), the field of leadership development advances understanding
and practice by examining and reexamining fundamental questions about leadership. Some of
the essential questions include the following:
•

What does it take to be an effective leader?

•

What aspects of a leader’s talents are hard-wired, and what aspects are developable?

•

How do people learn important leadership skills and perspectives?

To accomplish leadership development, business schools at colleges and universities, such as
Harvard, Wharton, and Stanford, have highly recognized programs that lead to a MBA degree
with specific requirements in leadership. Non-degree programs, such as those offered by the
Center for Creative Leadership and others in the industry, such as Gallup, Personnel Decisions
Inc. (PDI) and The Aspen Institute, offer continuing education credit in partnership with various
business schools. This process allows students to participate in unique offerings and experiences
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not offered by business schools, and students are able to receive academic credit toward their
degree requirements. Collectively degreed or non-degreed, these institutions believe, as the
Center for Creative Leadership does, that the process of personal development that improves
leader effectiveness is what leader development is all about.
The Center for Creative Leadership’s Handbook of Leadership Development (McCauley
& Van Velsor, 2004) identified three critical elements of an effective development process for a
leader. The first is assessment, meaning establishing a benchmark of a leader’s current state
compared to where he or she should be. The second element is challenge, meaning identifying
the end state and process steps for the leader to be successful. Finally, there is the element of
support, meaning having in place the critical support structure including time, finances,
experiences, and people to maximize the potential for success. The second edition of the
Handbook of Leadership Development goes on to say:
Self-awareness also means that people must understand why they are the way they are:
what traits, learned preferences, experiences, or situational factors have shaped their
profile of strength and weaknesses. Self-awareness means understanding the impact their
strengths and weaknesses have on others on their effectiveness in various life roles and
on reaching their goals. (McCauley & Van Velsor, 2004, p. 13)
Emotional Intelligence and Leadership Development
Two additional studies, Ruderman, Hannum, Leslie, and Steed, (2011), “Leadership
Skills and Emotional Intelligence®”, and George (2000), “Emotions and Leadership: The Role
of Emotional Intelligence” offer additional insights to spirituality on leader effectiveness, and
they provide evidence that non-technical topics, such as emotional intelligence, have entered the
thinking of researchers as they study correlations between multi-rater assessments and leader
effectiveness. It is these insights that guide researchers to declare spirituality should be
categorized as a core competency not as “hard skill” or a “soft skill.”
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In the study, key leadership skills and perspectives were found to be related to aspects of
emotional intelligence, and the absence of emotional intelligence is related to career derailment.
This study compared scores on Benchmarks (one of several 360 ̊ assessments for mid-level
leaders developed by the Center for Creative Leadership) as measured by the BarOn EQ-I, which
assesses components of emotional intelligence.
George (2000) theorized that emotional intelligence is worthy of consideration into the
leadership domain based on her findings that emotional intelligence has special relevance to
leadership in that it is an emotionally-laden process both from a leader and follower perspective.
As such, emotional intelligence has the potential to impact leader effectiveness. Collectively,
these two studies provide valuable insights to the whole of leadership that is more inclusive,
ultimately providing leaders, groups, teams, and organizations additional tools that may assist in
their overall, performance, productivity, and effectiveness.
Great leaders move us. They ignite our passion and inspire the best in us. When we try
to explain why they are so effective, we speak of strategy, vision, or powerful ideas. But
the reality is much more primal: Great leadership works through emotions. (Goleman,
2002, p. 3)
This paragraph is the lead paragraph from chapter one of Goleman’s (2002) Primal Leadership:
Realizing the Power of Emotional Intelligence. This current study also seeks to provide evidence
that great leaders work through spirituality. Spirituality is not to diminish other leadership
characteristics, behaviors, or competencies but rather to add to and perhaps strengthen leader
effectiveness as a whole. It was Daniel Goleman’s Primal Leadership that aided in putting into
place critical language, understanding, and definitions that enabled the concept of emotional
intelligence to be moved to a place of acceptance and integration into the mainstream of leader
development and effectiveness. Emotional intelligence was not considered a core competency
for leader effectiveness in the early stages of the leadership development field, but it has since
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been borne out in multi-rater assessments, personality tools like the Myers-Briggs Type
Indicator, the DiSC, Insights, and others that our style and approach to how we lead is not a
singular but a multifaceted approach based upon many factors including emotional intelligence.
Over time, emotional intelligence has become one of the multifaceted approaches to effective
leadership. Spirituality may be a privately accepted factor of our style and approach to leading
effectively, but moving it firmly into the public arena has not yet happened. At its core
emotional intelligence is about inter-personal and intra-personal awareness; put another way it is
about knowing yourself better which aids in the process of knowing and connecting with others.
Just as empirical evidence was needed to recognize emotional intelligence as a critical factor,
evidence is needed to move spirituality into the list of factors influencing leader effectiveness.
Leader Development Approaches and Tools
One of the most often used approaches to leader development is the multi-rater
assessment tool that profiles an individual’s strengths and weaknesses, Atwater and Waldman
(1998) have called the proliferation of the multi-rater assessment one of the most notable
management innovations of the 1990s. The assessment is a means of collecting opinions about
one’s performance from a wide variety of coworkers that include boss, superiors, peers, and
direct reports. In a multi-rater assessment, opinions may also be collected from outside the
organization, such as vendors, customers, suppliers, and potentially family members. The
outcome of a multi-rater, also known as 360 degree assessment process, is to provide individuals
an opportunity to receive information about their strengths and weaknesses, and create a
developmental plan that takes the opinions received and builds up, grows, improves and/or
enlarges their effectiveness as a leader.
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Executive Dimensions
Executive Dimensions is a valid and reliable, multi-rater (360 degree) assessment created
by the Center for Creative Leadership that has a long history of providing individuals data about
their respective effectiveness and potential developmental needs based upon three sections:
Leading the business, Leading others, and Leading by Personal Example (see Appendix D).
Within these areas there are 16 competencies which address leadership effectiveness. The 16
competencies are measured by 92 items, or statements, that cover a variety of skills and
behaviors that are needed by leaders. For example the Leading the Business area includes six
competencies—sound judgment, strategic planning, leading change, results orientation, global
awareness and business perspectives—measured by 34 items. The Leading Others area has six
competencies—inspiring commitment, forging synergy, developing and empowering, leveraging
differences, communicating effectively, and interpersonal savvy— measured by 35 items. The
Leading by Personal Example area has four competencies—courage, executive image, learning
from experience, and credibility—measured by 23 items. More information about the Executive
Dimensions assessment will be provided in Chapter III. The important summary here is that
there are competencies related to a leader’s effectiveness and these are measured by the
Executive Dimensions assessment. This begs the question: What is the correlation between
leader behaviors identified in the Executive Dimensions 360 assessment and spiritual behaviors
or characteristics? I will address the question: What impact might spiritual behaviors or
qualities have on aiding development and effectiveness of leaders.
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Campbell Leadership Index™
The Campbell Leadership Index ™ was introduced in 1991. The norms for each scale for
both Self and Observers were established as standard scores, known as T-scores, with a
population mean of 50 and a population standard deviation of 10 representing effectively
functioning adults who are doing an acceptable job. These norms were derived by using 30
samples of individuals from a wide range of organizational settings. Most, but not all, of the
samples include leaders, that is, people who are in charge of others or in positions of influence.
The 1998 Campbell Leadership Index ™ measures personal characteristics that are
related to an individual’s leadership skills. The five broad leader orientations are:
•

Leadership—the act of being out in front, making new and creative things happen.

•

Energy—a recognition of the physical demands required of leaders: long hours,
stressful days, difficult decisions, wearying travel, and public appearances.

•

Affability—an acknowledgement that leaders need to foster teamwork and
cooperation and make people feel valued.

•

Dependability—being credible and able to allocate organizational resources and
manage details.

•

Resilience—showing optimism, mental durability, and emotional balance.
(Campbell, 1998, pp. 3-4)

The survey also provides 21 measures of more specific leadership characteristics, called
scales, which are grouped into the five major orientations listed below.
•

Leadership scales are: ambitious, daring, dynamic, enterprising, experienced,
farsighted, original, and persuasive.

•

Energy scales: no subscales.
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•

Affability scales are: affectionate, considerate, empowering, entertaining, and
friendly.

•

Dependability scales are: credible, organized, productive, and thrifty.

•

Resilience scales are: calm, flexible, optimistic, trusting.

No leader scores high on all scales, but according to David Campbell the more highly
rated leaders score higher on more scales (Campbell, 1998, pp. 3-4). Campbell goes on to say
that the essence of leadership is the relationship with the people you want and need to influence.
In general, the higher you are rated on the five orientations and 21 scales, the better your odds
are of being an effective leader. The Campbell Leadership Index™, 1998 was developed in 1991,
and since that time, it has been a highly recognized multi-rater assessment used industry wide
and specifically in the Leadership at the Peak program for senior level leaders. Campbell (1991)
outlined his approach in the Manual for the Campbell Leadership Index. To develop the tool, he
took some basic assumption regarding leadership characteristics like vision, compassion,
inspirational, integrity, self-confidence, humility and courage. In the end, the tool was derived
from a combination of consensual discussions with knowledgeable people, research from the
field of psychological assessment, direct and indirect contact with leaders, and personal opinions
based upon substantial experience (Campbell, 1991, p. 99). Approximately 350 senior level
participants complete this assessment annually as part of the assessment suite for the Leadership
at the Peak program. When the same characteristics came forth in the subject literature of
spirituality, I began to ask similar questions about spirituality and leader effectiveness and if it
made sense to connect the two. My research questions seek to explore the connection between
spirituality and leader effectiveness. It is important to note that David Campbell did not develop
his 1998 Campbell Leadership Index ™ to measure spirituality. My years of experience and
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discussions with colleagues raised the possibility that the Leadership at the Peak Campbell
Inventory Index database may show that at least some of the descriptors are also related to
spirituality.
The Campbell Leadership Index™ (1998) also includes connection to McGuire and
Rhodesa developmental planning guide that provides broader and deeper definitions of the
orientations and scales, related leadership skills and developmental suggestions, and a depth
presentation on how to analyze individual results.
Leader Effectiveness
A definition of leadership effectiveness aids in giving clarity about how a leader
successfully influences the behavior of others in achieving goals. Because leadership is
relational, the definition of effectiveness is at least partly in the eye and experience of the people
who interact with the leader. For the purpose of this study leadership effectiveness is defined as a
leader’s capacity to sustain their ability to influence the behavior of others in achieving goals.
Personality and rated leader effectiveness were the research challenge of Stogdill (1974),
Bentz (1985), and Bray and Howard (1983). Each reached a similar conclusion: evidence shows
that certain personality dimensions are consistently related to leadership effectiveness. Stogdill
found that surgency, emotional balance, integrity, and ethical conduct among others were
positively related to effectiveness. Bentz found similar results with his 1985 study noting the
correlations of personality (emotional stability, responsibility, surgency, and hard-working
among others), and perceptions of leader effectiveness. Bray and Howard identified personality
traits that were the best predictors of advancement in their study. The personality predictors of
advancement included activity level, surgency, emotional stability, and inner work standards.
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One of the most widely accepted measures of leader effectiveness is the 360-degree
assessment tool. This type of assessment typically provides a self and other rater report. “Other”
includes peers, direct reports or subordinates, and boss. Raters respond to a given set of
behaviors/competencies/characteristics that are supported measures of leader effectiveness. The
Executive Dimensions is one such assessment created by the Assessment Center at the Center for
Creative Leadership. Effectiveness may be approached by measuring and evaluating for
developmental purposes by taking a look at one or all rater groups. A second approach is
creating an individual rater group score of boss, peers, or direct reports/subordinates determining
how each rater group sees an individual leader’s effectiveness. Lastly, combining results from
all rater groups to have an overall approach in measuring and evaluating of a leader’s
effectiveness. As stated in the introduction to the study, I have intentionally narrowed the focus
of measurement to only boss results.
This research sought to explore whether the conclusion reached by Stogdill (1974) and
others could be true of spirituality. The intent of this study was to confirm this hypothesis by
addressing how spirituality is defined, seeking confirmation on my assessment that some
Campbell Leadership Index, 1998 descriptors also describe spirituality, and looking at the
relationship between these spirituality descriptors and leadership effectiveness as measured by
the Executive Dimensions assessment.
Spirituality. Spirituality was defined in Chapter I as the awareness, understanding,
access, and intentional integration of the invisible life-force that permeates all of our experience.
Clearly there are other definitions that would serve well here, but this one provides consistency
to leverage based on the literature, prior to input from this study’s survey respondents.
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The exact definition remains unclear and is not generally agreed upon, in the same vein,
as highlighted regarding the lack of concurrence on leadership definitions. Additional evidence
of the disparate differences in the literature is made clearer by the variety of synonyms or
euphemisms that exists for spirituality: flow (Csikszentmihalyi, 1990); presence (Senge, 2004);
soul (Benefiel, 2005b); energy, power, yin-yang, portal, force, enlightenment, source, wholeness
(Palmer, 1990, 2004); simple truths: on values, civility, and consciousness (Wilber, 2006).
Smith and Rayment (2007) defined spirituality as a state or experience that could provide
individuals with direction or meaning or provide feelings of understanding, support, inner
wholeness, or connectedness. Connectedness could be to themselves, to other people, to nature,
to the universe, to a god, or to some other supernatural power (Smith & Rayment, 2007).
Spirituality was noted to be found in the pursuit of a vision in service to others; through humility,
having the capacity to regard oneself as an individual of equal value to other individuals; through
demonstrating charity or altruistic love; and through showing veracity beyond basic truth-telling
to engage the capacity to see things exactly as they are, freed from subjective distortions
(Giacalone & Jurkiewicz, 2003).
Authors for the spiritual domain embedded in this discussion are similarly situated as
those authors in the pantheon of leadership: Burns (1978), Yukl (2006), Bennis (2003), Block
(1993), Peters (2005), and Senge (1994). Although these leadership authors do not agree on a
single definition of leadership, each has made a major contribution to the understanding,
practice, and development of leadership. Leading authors in the spiritual domain, Fry (2003),
Fowler (1981), Benefiel (2005a), Conger (1994), Dent et al. (2005), Giacalone and Jurkiewicz
(2003), Greenleaf (1977), Mitroff and Denton (1999a), and Wilber (2000a) promoted the
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understanding, practice, and development of spirituality as a viable component of leadership
effectiveness.
Spirit or spirituality, like leadership, has seemingly limitless meanings and definitions,
depending on an author’s purpose or preference. For the purpose of this research, my initial
proposed definition of spirituality was the awareness, understanding, access, and intentional
integration of the invisible life force that permeates all of our experience, including our work
experience. Analysis for Research Question 1 will further explore the definition issue.
Spirituality and integral theory. In much of the literature, a case for a specific style,
model, theory, or brand of spirituality was presented. However, no integrated blueprint for
leadership and change, social responsibility, and spirituality was presented, except in the work of
Wilber (1998a). Wilber believed that spirituality could and should be included as a means of
improving individual and organizational effectiveness. In following this direction, Wilber
included many developmental theorists’ ideas, practices, and research. Wilber was not the
author of the concept of integral thought, science, or philosophy; however, he has emerged as the
most notable and visible contemporary carrying the integral message forward. The historically
significant contributors to the integral philosophy include Hegel (1770-1831), Bergson (18591941), Whitehead (1861-1947), Chardin (1881-1955), Gebser (1905-1973), Baldwin (18611934), Graves (1914-1986), and German social philosopher Habermas (1929- ). Each in his or
her respective areas of interest and expertise added to the development of integral philosophy
during the 18th, 19th, and 20th centuries. Wilber (2000a, 2000b) leads the Twenty-first Century
integral thought. Wilber’s integral approach not only captures theorists of the past but also
provides a structure whereby the thoughts, ideas, and models of contemporary developmental
psychologists, such as Kegan and Loevinger, and Cook-Greuter can be included in the whole of

40
what Wilber would describe as a human integrated operating system—meaning the sum of what
it means to be human must include mind, body, and spirit. This philosophy of self-awareness is
integrated into the leadership development practice field.
Wilber’s (1998a) integral or comprehensive approach to consciousness contained five
key elements: (a) quadrants, (b) levels, (c) lines, (d) states, and (e) types. The typology comes
from developmental psychology theories. According to Wilber and other integralists,
individuals, groups, communities, and whole people groups aware of these elements could
appreciate them, exercise them, and use them to accelerate growth and development. Together
these elements are called an integrated operating system or IOS. The key is understanding ways
in which these various elements operate as one unified whole. The most common approaches are
attempts to include and integrate matter, body, mind, soul, and spirit in the entire Great Nest of
Being. For example, physics deals with matter, biology deals with the living body, psychology
deals with the mind, theology deals with the soul, and mysticism deals with the direct experience
of the spirit. Therefore, an integral approach to reality is inclusive of all the ways people are
engaged I, we, and it (Wilber, 1998a).
At the core of Wilber’s (1998a) philosophical approach is the concept of holism.
Koestler (1967) coined the term Holon to refer to an entity that is itself a whole and
simultaneously part of some other whole. For example:
A letter is part of whole word, which is part of a whole sentence, which is part of
paragraph, and so on. “Hierarchy then is simply an order of increasing holons,
representing an increase in wholeness and integrative capacity. (Wilber, 1998a,
p. 50)
The notion of holons was linked with all-quadrants-and-all-levels (AQAL) to give the
integral philosophy its separation from other developmental strategies, religions, spiritual
practices, and sciences.
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Four of Wilber’s most salient works for the current study are represented here.
Wilber (1997) described Spectrum of Consciousness, his first writing, as an introduction
to the full spectrum model to show systematically how the great psychological systems of
the West can be integrated with the great contemplative traditions of the East. John
White (1976) called the Spectrum of Consciousness unique in its approach to the study of
human identity by synthesizing psychology, psychotherapy, mysticism, and world
religions. Wilber’s focus is both on the individual or self and others, ultimately how it all
can work together as it relates to connectedness, inner wholeness, and the integration in
to the whole of business, politics, science and spirituality.
Sex, Ecology, Spirituality: The Spirit of Evolution is Wilber’s (1995) look at the
course of human evolution through the lens of his 4-quadrant model, AQAL. Figure 2.1
shows AQAL and another level of understanding through the beautiful, the good, and the
true. To Wilber and adherents of integral philosophy, the world had all these dimensions
which had to be integrated to understand fully the reality of the human experience.
Figure 2.1 shows a simple way to remember the basic dimensions by labeling the
“I”–beauty, as in “beauty is in the eye of the beholder.” The good refers to moral and
ethical actions that occur between you and me, that is “we”; and the “it” shows morals,
and science. The fourth quadrant is created by adding the plural to the “it” making the
“its” lens.
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Figure 2.1. AQAL (All quadrants all levels-The Quadrants) Note. From The Integral Vision
(p. 70), by Wilber, K. 2007, Boston: Shambhala. Copyright 2007 by Shambhala. Reprinted with
permission.

Figure 2.2 shows a more detailed view of the four quadrants with the inside/outside
consideration or consciousness. “I” as the individual is in the upper left quadrant; the interior
collective, “we”, is in the lower left quadrant. The exterior individual represented by the
collective exterior behavior is “it” in the upper right quadrant. The exterior “we” (lower right
quadrant) looks at collective external, observable behaviors of ever-increasing sets or groups.
The understanding of the intricacies of the model is made possible by looking at what is
embedded in each of the quadrants–developmental, levels, lines, stages, and types.
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Figure 2.2 Details of the quadrants. Note. From The Integral Vision (p. 71), by Wilber, K.
2007, Boston: Shambhala. Copyright 2007 by Shambhala. Reprinted with permission.
Wilber (1995) was essential to getting to deeper levels of understanding in all
things spiritual with one of the most effective frames of wholeness and the impact and
potential whether leader or not. It is through this AQAL lens that Wilber (1995)
described common evolutionary patterns. Simply put, Wilber’s work helped integrate
previous and current approaches to leadership and management using the integral
framework. Cacioppe (2009) agreed when he reported that “the integral perspective
offers a vision for the next steps by including but transcending current perspectives”
(p. 3).
Spirituality and leadership development. Spirituality is important as a missing
component of the development process as it may address a significant aspect of self-awareness.
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The Center for Leadership’s Handbook of Leadership Development defined two aspects of
development. “The first is the assumption that people can learn and grow and that this learning
and personal growth does enhance individual effectiveness”
(McCauley & Van Velsor, 2004, p. 3).
The authors clarify the value and importance of self-awareness in the development
process stating:
Self-awareness also means that people must understand why they are the way they are:
what traits, learned preferences, experiences, or situational factors have shaped their
profile of strengths and weaknesses. Self-awareness means understanding the impact
their strengths and weaknesses have on others, on their effectiveness in various life roles,
and on reaching their goals. (McCauley & Van Velsor, 2004, p. 13)
This is the foundation to individual leader development with the outcome of greater
effectiveness, the currency of leader’s success.
In Leadership and Spirit, Moxley (2000) set the stage for the future of what he
anticipated would be more development, understanding, and practice of spirituality being
integrated fully into the leadership spectrum:
I do know, however, that there are countless men and women in this country today who
are asking questions about the link between leadership and spirit, between work and
spirit. They, like you and me, want work to provide a sense of meaning and purpose,
want to use all of their energies in their work and in their leadership activities, want to
overcome the disconnect between how they see themselves as people and how they see
themselves as workers. They want leadership to be inspiriting not dispiriting.
(pp. 209-210)
To make leadership happen in a manner that is inspiriting, Moxley (2000) stressed the need for
critical choices if spiritual behaviors were included alongside leadership behaviors in the
workplace. Conger (1994) echoed these sentiments as he wrote in Sprit at Work:
Achieving consensus on the meaning of leadership remains an elusive accomplishment.
Nor do we agree on the meaning of spirituality. And unlike leadership, which everyone
agrees is necessary, we lack the certainty about the value and emphasis spirituality should
have in our public lives. (p. 63)
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Conger later in the same chapter, “Leadership and Spirituality: A Quest for Reconciliation” made
the following assertion:
It is my contention that coming to a deeper understanding of spirituality and leadership
can be facilitated by an exploration of three things: the division we experience between
the private and public realms of our lives; our capacity for self-knowledge; and the
organizational structures in which we work and live. (p. 65)
The latter two assertions contribute to the specifics of this research, especially the items
regarding our capacity for self-knowledge. Conger and others in the spirit, religion, and work
domain continued to develop questions, generate studies, research, and create case studies about
how a leader can become a whole person. This invitation to explore the spiritual side of self is
where the beginnings of wholeness maybe found. Conger’s thoughts related to the most critical
factor of all leader development and that is self- awareness.
Spirituality and leadership effectiveness. There are four fundamental leader
competencies that are threaded throughout the Center for Creative Leadership’s open enrollment
program offerings: self-awareness, learning agility, influence, and communication. The
overarching rubric for the Center for Creative Leadership’s open enrollment programs is the
“road map.” The Road Map program designs are based on leader needs of leading self, leading
others, leading managers, leading the function, and leading the business. Leader development
trends have not included spirituality. Emotional intelligence and social responsibility are the
newest behavioral competencies accepted as critical factors of leader effectiveness. Although
both of these behavior descriptors have elements of spirituality embedded in their framework,
they do not specifically capture the full essence of spirituality. It is not unreasonable to demand
that the same vetting rigor applied to emotional intelligence and social responsibility be applied
to spirituality before it too can be accepted as a part of the critical aspects of leader development.
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Reave (2005) contributed to the body of information in this topical area of spirituality and
leadership effectiveness through her research projects both independently and in collaboration
with other research practitioners. Reave opened the door to greater understanding of how
spirituality can enhance a leader’s effectiveness and offered suggestions on developmental
strategies. Reave conducted a qualitative meta-analysis of leadership research to extract spiritual
qualities and practices that had been studied in relationship to leadership success. In the spiritual
values and practices table, the analysis was highlighted under three dimensions of leadership
success: (a) related to followers, (b) related to groups, and (c) related to a leader. The three
leadership dimensions were measured in 12 areas, including (a) perceptions, (b) motivation,
(c) ethics, (d) productivity and performance, (e) corporate sustainability, and (f) relationships.
Ten spiritual values and practices were also coded: (a) work as a spiritual calling, (b) integrity,
(c) honesty, (d) humility, (e) respect for others, (f) fair treatment, (g) caring and concern, (h)
listening, (i) appreciating others, and (j) reflective practice. Finally, Reave referenced authors
and researchers who have contributed to the understanding of specific leader dimensions,
spiritual values, and practices.
Reave’s (2005) research was grounded in a qualitative process of reviewing and coding
150 studies that showed a clear consistency between spiritual values and practices and effective
leadership. Values Reave suggested have been connected to spirituality and have an impact on
leadership success include humility, integrity, and honesty. A confluence of spiritual and
leadership practices that contribute to leadership effectiveness include showing respect to others,
demonstrating fair treatment, expressing caring and concern, listening responsively, recognizing
the contributions of others, and engaging in reflective practice. Reave disclosed findings on the
importance of reflective practices, such as prayer and meditation, hope, faith, and optimism, as
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quality measures in relation to leader effectiveness. Reave offered definitions for two critical
terms: spirituality and effectiveness. Spirituality is more often associated as closeness with God
and feelings of interconnectedness with the world and living things. Reave quoted Enblem
(1992), who stated that spirituality is a personal life principle to animate a transcendent quality of
relationship with God. Reave closed by saying that “spirituality is more generic, and may even
encompass more than one religious approach” (p. 656). On effectiveness, Reave offered the
following:
Leadership effectiveness has been measured in many ways: by subjective evaluations
from followers, peers, and superiors; by effect on followers; or by achievement of
organizational goals such as profit and productivity. A holistic view of leadership looks
at both the leader’s effect on followers and achievement of goals, since each perspective
provides just one piece of the puzzle. This meta-analysis of leadership research extracts
the spiritual qualities and practices that have been in relationship to measures of
leadership success. (p. 657)
Reave (2005) contributed to the process of analysis, theory building, and exploration with
synthesis of some of the qualitative data on spirituality and leadership drawing her conclusions
for the narratives. The primary purpose of the study was to extract from leadership research
commonly emphasized elements in spiritual teachings that can be integrated with character,
behavior, effect on followers, and achievement of group goals. Reave (2005) called this a
meta-analysis of spiritual qualities and practices that were outlined in a table on 10 spiritual
values and practices related to leadership effectiveness. Reave successfully represented the
complexity of the issue by addressing divergent perspectives on religion versus spirituality,
providing an overview of traditional and contemporary leadership theories, and describing the
nexus between the two. This qualitative meta-analysis cited other scholars in the emerging field
and offered recommendations for further study in related disciplines, such as business,
psychology, communication, human resources, religious studies, and medicine.
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Reave (2005) validated a high correlation by extracting from leadership research any
important elements that were commonly emphasized in spiritual teachings and found an overlap
between 14 of the 22 leader attributes and spirituality. Conversely, an almost 100% correlation
of ineffective leader attributes (7 out of 8) and negative spiritual qualities was found. These
included (a) ruthlessness, (b) asocial function, (c) irritability, (d) loner tendency, (e) egocentrism,
(f) non-cooperation, and (g) a dictatorial spirit. Both effective and ineffective leader qualities
have been further validated by the Wharton Business School’s longitudinal research study,
known as the GLOBE Project (1993-2008) on universal leader qualities.
The strength of Reave’s (2005) work was the qualitative meta-analysis, the connection of
leadership attributes to spiritual values and practices, and the language of “reflective practice”
with the intent to be inclusive of all forms of eastern and western philosophy and religious
practice. Reave also relied on at least five empirical quantitative studies and the Multifactor
Leadership Questionnaire (MLQ) with over 6,000 respondents (Reave, 2005), which added rigor
to statements of validity and reliability. Reave recommended future study on the impact of
spirituality on leadership, change and effectiveness in which to build theory and explore
interdisciplinary approaches. My study built on the work by Reave and others by further
exploring the quantitative relationship and linking spirituality to business approaches in
measuring effectiveness, specifically the connection to leader effectiveness as reflected in the
Executive Dimensions multi-rater assessment.
Separation of spirituality and religion. What is most noteworthy is the panoply of
leadership trends, issues, and strategies that have dotted the leadership landscape without
explicitly including spirituality. I believe this absence is due in part to the difficulty in defining
spirituality. Additionally, the almost inextricable link of spirituality to religion and theology and
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the fear, polarization, and warring that follows like night to day also presents a barrier to
agreement. The four major religions of the world, Catholicism, Christianity, Islam, and Judaism,
have demonstrated the centuries old battle that my god, my religion, my dogma, and my theology
is bigger, better, and stronger than yours. There exist archaic assumptions that spirituality is the
sole purview of religion, and by association theology. Nothing is further from the truth, but the
fear persists and in too many instances it acts as an effective inhibitor to rational dialogue about
spirituality and its links to effective leadership and change. This slippery slope that can quickly
descend into a cantankerous religious debate is somewhat circumvented to a degree by the
wisdom of some academics using synonyms for spirituality in their discourses or, if you will,
being politically correct, by using less volatile words that include presence (Senge, 2004),
enlightenment (Buddhism) force, higher power, cosmic energy (quantum theorist), synergy,
synchronicity, wholeness, transcendence, and values and ethics. While this action does move the
dialogue forward, it has not created the space spirituality needs to stand on its own strength in the
realm of leadership development and effectiveness. Upon a closer inspection, the notion of
religion and its apparent monopolistic connection to spirituality was just that. In other words,
people can be spiritual without a religious connection, and it is clear that some can be thoroughly
religious but lack a true spiritual connection. It is this common ground of spirit that I find
important to connect to the work and importance of leadership. “Spirituality historically has been
rooted in religion; however, its current use in business and in the workplace is most often not
associated with any specific religious tradition” (Cavanagh, 1999, p. 190). This study reflects
that separation so spirituality can experience its own direction, development, impact on
effectiveness, and benefit the individual worker as well as the business process.
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Spirituality and work. The turn of the century is witnessing an accelerated interest in
spirituality in the workplace as a possible means of helping individuals and organizations deal
with the unrelenting white waters of change as suggested by Peter Vaill (1998). Giacalone and
Jurkiewicz (2003) suggested three plausible explanations for this shift. The first deals with the
social and business upheaval from Wall Street to Main Street; the second is a growing result of
the impact of the world-wide web and the colliding impact of values as organization extend their
global reach; lastly, the broader spiritual impact of the confluence of Western and Eastern
philosophies. Practitioners, researchers, social scientists, and others are digging in to uncover the
potential impact of spirituality across the business landscape. The best known subscriber to this
notion of a rapidly changing world is Friedman (2005). The World is Flat and its sequel Hot,
Flat, and Crowded (2009) take an intriguing look at America, the world and change, and then
offer perspective on how life may change for all of us.
This study is about all the ways that we are connected that ultimately may guide us to a
better way of being, working, living, and understanding, innovating, and relating together. It is
this connectivity that spirituality purports to do that needs further exploration as value added to
the role and work of leading effectively.
Five of the most recognized names in the spirituality and work domain are Gilbert
Fairholm, Jay Conger, Ian Mitroff and Elizabeth Denton, and Louis Fry. Each presents a very
specific aspect of spirituality in the workplace that is the benchmark that others follow and or
expand upon.
Fairholm (1997) began the connection of leadership to spirituality right from the preface
where the first sentence was, “The new Leadership ideas put forth in the last 10-15 years begin to
define this kind of leadership dealing with followers’ core values” (p. ix). This opening lead into
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a closer look at the transformation of leadership over the centuries since its study began and
suggesting in spite of best efforts, something is missing. His Capturing the Heart of Leadership:
Spirituality and Community in the New American Workplace (1997) is a full on presentation
about change, leadership, and spirituality as the critical opportunity at the dawning of the new
millennium:
We need these qualities in our leaders: wisdom, goodness, and honesty. Without wisdom
leaders make wrong (poorly thought through) decisions or honest mistakes. Without
goodness, they will make immoral rules. Without honesty, they will show favoritism.
Without all three, their leadership will be suspect. The failure to find a place in our
leadership with these core qualities is the cause of many of today’s problems: politics
without principle, pleasure without conscience, knowledge with effort, wealth without
work, business without morality, science without humanity, worship without sacrifice,
and peace without tranquility. Chapter 18 begins emphatically with, – The leader’s goal:
continuous improvement! This is all inclusive encompassing self, co-workers, and all
other stakeholders, suppliers, and consultants. Spirituality then could become the new
catalyst for change. (p. 9)
Conger (1994) had an even stronger tag line for his Spirit at Work: Discovering the
Spirituality in Leadership. A new trinity he called leadership, the workplace, and spirituality.
This is the common new ground for change. The nine authors contributing to this publication
had at minimum this belief in common—that the time is now for doing more than considering
the possibilities of uniting spirituality and work. It is sufficient here to note that the stage is set
for further study in the areas opened up for considerations by many who believe a missing piece
of the leadership development and effectiveness is spirituality.
Mitroff and Denton (1999a) in A Spiritual Audit of Corporate America addressed the
open secret in the workplace—spirituality. This is a comprehensive look at spirituality at work
as well as a list of five models for fostering spirituality at work through leadership and a
developmental strategy to encourage its success. A common thread of these four authors
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transcends spirituality to encompass business language that heralds a time of openness to new
possibilities that could impact individual development and effectiveness.
Fry’s (2003) Toward a Theory of Spiritual Leadership addressed three critical
components in advancing spiritual leadership. He first examined leadership as motivation to
change. This was accompanied by a review of motivation based leadership theories. Secondly,
Fry presented additional evidence of the accelerating interest in spirituality in the workplace and
distinguished religion from spirituality. Finally he argued that spiritual leadership theory is more
inclusive than other motivation based leadership theories and concluded with his hypothesis
about the role of spirituality on organizational development and transformation.
Other authors, practitioners, researchers, and social scientists expressed similar thoughts
in their respective works. The table of contents of Handbook of Workplace Spirituality and
Organizational Performance edited by Giacalone and Jurkiewicz (2003) provided a broad
overview of the domain and the scores of topics that reflect the breadth and depth of interest that
included business and the spirit, spirituality, management and marketing, and spirituality and the
new workplace
Spirituality in the Workplace: What it is; Why it Matters, How to Make it Work for You?
(2007) by Marques, Dhiman, and King discussed a wide range of critical topics from defining
spirituality to outlining the need for the spirituality in the workplace discussion, specifically
concerning adding value to the bottom line. This issue is perhaps most salient to business
leaders as they focus on meeting the primary needs of boards, shareholders, and business
analysts—sustained profitability. The social aspect of work as explored in William Guillory’s
(2000) Spirituality in the Workplace positioned spirituality as a catalyst for organizational
change offering that a living organization is one which re-creates itself in response to the
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changing internal and external business environment. Guillory fashioned his thinking around a
popular notion on living organizations or systems thinking. He later stated that spirituality is the
force that permeates and drives a living organization in pursuit of its business objectives. This
suggests that business objectives, strategies, operational tactics, and change can be enhanced
through the use of spiritual practices. Each of these authors also made a point of discussing the
seemingly inseparable companion of spirituality—religion. Each in their own approach made
the important case of delineating the difference between the two, clearing the way for spirituality
to stand on its own as it relates to its position in the workplace.
As the vetting process continues with spirituality at work toward effectiveness and
development, the research results showed a new ally in the work of aiding leaders in their
developmental drive to be more effective. Vaill (1998) proffered his thoughts on addressing
these and other challenges:
One of the interesting things that happened along this journey is the rediscovery of
genuine, here-and-now meaning in words and phrases we have been hearing all our life
but not really comprehending. For example, the things people say about their basic
beliefs takes on a deeper meaning. Their personal credos become virtually a call of their
spirit. (p. 230)
A major impediment to the knowledge of spirituality in the workplace comes from
institutions expressly devoted to knowledge, such as business schools in particular and academic
communities in general. Most classically trained academics believe that only something
precisely measurable is a legitimate topic for scientific investigation. An even stronger statement
of this belief is the contention that something that cannot be measured precisely is without
meaning. In the extreme, it cannot even be said to exist (Mitroff & Denton, 1999a).
Individuals pursuing the path of spirituality and leadership have understood that much is
changing in the world around them with regard to technology, health, scientific pursuits, and
cultural diversity. Einstein purported that people cannot use the same thinking to solve a
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problem that went into creating it. Wheatley (1992) called to remembrance the complexity of
quantum and chaos theories, which had the potential to assist the understanding of changes in the
context of a new paradigm. Wheatley challenged students to move away from Newtonian
mechanistic parts is parts thinking to a holistic mindset with views on relationships within whole
systems, expanding the old mindset as including and representing people as individuals and
people within groups and systems. Including spirituality appears to be the lynchpin between
these two schools of thought (Wilber, 1998a).
Workplace spirituality is defined as a workplace that recognizes that employees have an
inner life that nourishes and is nourished by meaningful work that takes place in the context of
community (Duchon & Plowman, 2005). The question is spirituality? The why question is the
value and importance of continual development of leaders? The how question is the
developmental process to include spirituality. These seemingly disparate threads are one full
tapestry of an idea, thought, or need whose time has come. Each of these authors agreed that
there is need to link spirituality, leadership, and the workplace for mutual benefit of the worker,
the workplace, the purchaser of goods and services and the communities that host the
organizations, businesses, and industries.
Spirituality, leader development, and work. Fry (2003), Reave (2005), and Dent et al.
(2005) moved the spirituality dialogue forward, in particular as it concerns leader development
and effectiveness at the individual level. Reave’s contribution was discussed above under
Spirituality and Leader Effectiveness. Fry and Dent et al. offered work that spans the domain of
spirituality and leader development in the context of work and organizations.
Fry’s (2003) preeminent work was a contribution of academic rigor to the realm of
spirituality and spiritual leadership as a quantitative discourse on spirituality in a work setting.
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Fry’s 2003 work followed with a study that applied his theory in a field test using a Special
Forces unit of the U.S. Army (Fry, Vitucci, & Cedillo, 2005) to establish a baseline of
measurement for spiritual leadership. Fry et al. 2005 postulated that spiritual leadership theory is
inclusive of other major extant motivation-based theories of leadership. Spiritual leadership
theory is more conceptually distinct and simple to explain than some literature would have one
believe. Fry supported his proposition that spiritual leadership is necessary for the
transformation toward and continued success of learning organizations. Fry (2003) offered
definitions of leadership and spiritual leadership; he used the generic process of leadership as
motivation to change and mobilize others to want to struggle for shared aspirations. Spiritual
leadership comprises the values, attitudes, and behaviors that are necessary to intrinsically
motivate self and others with a sense of spiritual survival through calling and membership.
Calling is defined as how one makes a difference through service to others and derives meaning
or purpose in life. Membership is defined as a sense of connection and positive social relations
with coworkers and the ability to live an integrated life, so that one’s work role and other roles
are in harmony with his or her essential nature and personality (Fry, 2003).
Fry’s (2003) causal model of spiritual leadership has three major distinctions: (a) leader
values, attitudes, and behaviors; (b) follower needs for spiritual survival; and (c) organizational
outcomes. Each distinction had subset categories of driving actions and behaviors. Effort (hope
and faith) and works were listed under leader values, attitudes, and behaviors; calling and
membership in terms of being understood and appreciated, were listed under follower needs for
spiritual survival. Organizational commitment and productivity were listed under organizational
outcomes. Fry then linked this model to the existing models of traditional leadership, great man,
and path-goal, contingency, transactional, and transformational leadership.
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Figure 2.3. Causal model of Spiritual Leadership Theory. Note. From “Spiritual leadership and army
transformation: Theory, measurement, and establishing a baseline” by Fry, L. W., Vitucci, S., and
Cedillo, M. 2005, The Leadership Quarterly, 16, p. 838. Copyright 2005 by Elsevier Inc. Reprinted with
permission.

	
  
The nexus of Fry’s (2003) causal model of spiritual leadership and the traditional model
is motivation, which includes both internal and external forces that move individuals to act. In
Organizational Design, Galbraith (1977) called motivation one basic building block of a
generalized model of the motivation process; needs or expectations, behavior, goals or
performance rewards, and some form of feedback were other building blocks. Through the
constructs of intrinsic and extrinsic motivation, Fry identified a major change that is occurring in
the personal and professional lives of leaders and followers. That change is the growing need to
find meaning and purpose at work, a sense of transcendence.
Two major propositions were developed from this theoretical model: (a) spiritual
leadership was necessary for the development and sustenance of successful learning
organizations and (b) learning organizations can be a source for spiritual survival where workers
must be motivated primarily and intrinsically through vision, hope, faith, altruistic love, task
involvement, and goal identification.
Spiritual leadership theory can be viewed in part as a response to the call for a more
holistic leadership that helps to integrate the four fundamental arenas that define the
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essence of human existence in the workplace—the body (physical), mind (logical/rational
thought), heart (emotions/feelings), and spirit. Such a call that perhaps requires a new
organizational paradigm that no longer views the study of humanistic, spiritual, and
natural as separate and independent domains; a worldview that regards workplace
spirituality in general and spiritual leadership in particular as vital components for
building theory and testing propositions concerning purposeful humanistic systems and
their effectiveness. (Fry, 2003, p. 722)
The companion research was Fry’s collaboration with Vitucci and Cedillo (2005) to validate the
causal model of spiritual leadership in a field test. Fry et al. (2005) tested the spiritual leadership
theory (SLT) and causal model with a new unit embedded in the U.S. Army, the Apache
Longbow Helicopter Attack Squadron, at Fort Hood, Texas. The causal spiritual leadership
theory was designed for leaders facilitating organizational transformation to an intrinsically
motivated, learning organization.
To summarize the hypothesized relationships among the variables of the causal model of
spiritual leadership, “doing what it takes” through faith in a clear, compelling vision
produces a sense of calling—that part of spiritual survival that gives one a sense of
making a difference and therefore that one’s life has meaning. This intrinsic motivation
cycle based on vision (performance), altruistic love (reward), and hope/faith (effort)
results in an increase in ones sense of spiritual survival (e.g. calling and membership) and
ultimately positive organizational outcomes such as increased organizational commitment
& productivity and continuous improvement. (Fry et al., 2005, p. 839)
Two hundred soldiers from the aviation squadron were asked to participate in the survey,
and a total of 181 (91%) responded; the follow-up survey five months later had 189 survey
respondents, which included non-responders from the first sample who were on temporary duty
or leave, so the data were combined with the initial results. The respondents included males and
females, ages from under 20 to 50 years, less than two to more than 15 years in service; and
service ranks from E-1 to E-9, and W01 to W04. Multiple measurements were employed,
including a non-recursive model and Chi-square that showed support of the SLT causal model.
The initial group of respondents was similar in all respects to the subsequent survey respondents.
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The results were derived from one of the most rigorous methodological approaches in testing
validity of factor structures according to Arbuckle and Wothe (2004), confirmatory factor
analysis (CFA) within the framework of structural equation modeling (SEM). Fry et al. (2005)
concluded that:
Spiritual leadership theory (SLT) offers a promising springboard for a new paradigm for
leadership theory, research and practice given that it (1) incorporates and extends
transformational and charismatic theories as well as ethics- and value-based theories that
have little empirical research to date, e.g., authentic and servant leadership, and (2)
avoids the pitfalls of measurement model misspecification. The results of this study, plus
those of Malone and Fry (2003), provide strong initial support for the reliability and
validity of the SLT measures and the causal model of spiritual leadership. (p. 839)
The rigor, legitimacy, and academic strength of the study made it a compelling addition
to the body of research on spirituality and leadership. The application of causal leadership
theory and case study with embedded quantitative analysis (test and retest, factor analysis,
structural equation modeling, and Chi-square) showed contributing behaviors that made a
difference in unit performance. Although the study was not directed to specific application for
business leaders, strong correlations to the work on leaders’ effectiveness would be relevant,
especially in the domain of interpersonal relationships.
In Fry’s (2003) first article, he set forth his theory, and in the second article, he tested the
model theory, measurement, and establishment of a baseline. Fry clearly differentiated
spirituality and religion. Fry et al. (2005) made a case for the nexus between spirituality and
other leadership theories, including charismatic, transactional, transformational, and motivational
theories (both internal and external). I was surprised that the U.S. Army Longbow Helicopter
Attack Squadron was selected to test the SLT causal model. Intuitively, a command and control
leadership organization would seem to be least impacted by such a transformation, being less
open to change and “soft skill” adaptation. Nevertheless, the results showed a strong correlation
between the causal model and traditional models of motivational leadership theory. A
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simultaneous test in a business environment could show the validity and reliability of the
spiritual leadership theory causal model. The strength of the model has been in application of
theory to an actual work setting using reliable statistical methods. Clearly Fry was able to
demonstrate how spirituality could impact not only individual leader effectiveness but also team
effectiveness as well. My study positioned Fry’s work in business and industry rather than just
the military setting by using the Executive Dimensions assessments as the reliable and valid
approach to measure effectiveness in a civilian work setting.
Dent et al. (2005) blended their methods to examine the applicability of spirituality in the
workplace and added rigor to existing research touting the positive impact of integrating
spirituality into a leader’s development. Dent et al. provided additional data by separating the
spiritual domain from the religious domain, suggesting greater potential for leaders to develop
along a dimension no longer slowed by religious dogma. Dent et al. employed the qualitative
narrative analysis method. Narrative analysis is the analysis of a chronologically-told story with
a focus on how elements are sequenced (scripts, stories, interviews, patterns, themes, and
coding). Choosing this methodology allowed the use of emergent categories as the study
progressed rather than predetermined ones. During the process, the authors joined the diversity
of voices establishing a clear and growing interest in spirituality in the workplace. Dent et al.
defined spirituality as transformational, moral, and ethical. They claimed that spirituality
assumes characteristics such as integrity, honesty, goodness, knowing, wholeness, congruency,
interconnectedness, and teamwork. Another outcome of Dent et al.’s research was the explicit
consideration of major concepts for mapping interrelatedness among the most common themes in
definitions and characterizations of workplace spirituality, particularly those related to leadership
theory.
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Using an inductive process called “open coding,” Dent et al. (2005) coded 87 scholarly
articles to explore connections between spirituality and leadership. The researchers identified
and validated eight areas of distinction in the workplace spirituality literature: (a) definition,
(b) connection to religion, (c) marked by epiphany, (d) teachability, (e) individual development,
(f) measurability, (g) profitability/productivity, and (h) the nature of the phenomena. Dent et al.
cited several factors that must be considered when measuring spirituality. One factor is the
consideration of existing instruments using a 5- to 7-point Likert-type scale, such as the
Expressions of Spirituality Inventory, Psycho matrix Spirituality Inventory (MacDonald,
Kuentzel, & Friedman 1999), and assessments that did not make reference to religion, such as
the measure of humanistic-phenomenological spirituality (Elkins, 1988). Another means of
measurement is the comparison across cultures or religious practices to see what, if any,
correlations exists.
Finally, Dent et al. (2005) reported the perspectives of authors who do not believe
spirituality could be measured, such as workplace managers who remain skeptical about
spirituality because they see no scientific method to test its validity. This is listed as an area for
additional study with the primary challenge of selecting appropriate proxies that would
effectively reveal the phenomena of spirituality (Dent et al., 2005).
Concerning the issue of productivity and profitability as related to spirituality, Dent et al.
(2005) commented about the connection of spirituality to leader effectiveness:
There are intellectual pitfalls in the question whether increased workplace spirituality
leads to increased productivity or profitability. Some authors note that spirituality, by
definition, is anti-materialist…increased spirituality would presumably prohibit an
individual from certain forms of work, [yet] there seems to be a great promise that she or
he can be more effective at performing work consistent with her or his spiritual
principles. At the current state of knowledge, determining the productivity of an increase
in spirituality is analogous to the same calculation for a variety of organizational
phenomenon–-culture change, diversity awareness, leadership improvement, and so forth.
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All of these examples present a controversial set of measurement examples and issues.
Whether an increase in spirituality results in an increase in productivity or profitability,
both causal relationships have the same set of issues; and, coupled with additional issues
as the anti-materialist nature of the phenomenon, pose significant challenges in the
scientific inquiry of this category and its relationship. (pp. 639-640)
In the research, basic structural information to study the phenomenon and a baseline definition
were offered (Dent et al., 2005). The eight categories of difference and distinction plus coding
definitions were useful in the validity and reliability measurement. Dent et al. provided a
balanced presentation of authors who believed spirituality cannot be measured alongside those
who do. The academic rigor was elevated with the use of a significant body of references that
included the Academy of Management (2004), Bennis (2003), Benefiel (2005a,b), Cashman
(2008), Conger (1994), Csikszentmihalyi (1990), Fairholm (1997), Kegan (2009), Mitroff and
Denton (1999), Wilber (2000a), Yukl (2006), and over 120 others with contributions to
individual and organization development along the spiritual dimension.
Spirituality and organizational development and effectiveness. The introductory
scope of spirituality at work provided in the previous section can be used to view this work in the
larger context of the entire organization. This broad application of spirit, religion, and work is
embedded in organizational development (OD) or a whole systems viewpoint. The question to
address is what are examples of spirit, religion, and work in the literature that provides evidence
of the impact that spirituality could have on organizations? Before answering this question, it’s
important to provide some background data to better understand how spirit, religion, and work
looks in organizational development.
A review of the OD literature included authors who in one way or another have used a
spiritual background to frame their thinking about organizational development and change
(Bentz & Shapiro, 1998; Greenleaf, 1977; Heifetz, 1994; and Vaill 1996, 1998. Vaill’s
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particular interests included strategic management, organizational development, cross-cultural
management, managerial learning, and leadership, with special attention to the spiritual problems
of modern organizational leaders. Vaill (1998) threaded his definition of spirit throughout his
work, creating an expansive tapestry weaving leadership, change, and spirituality to the
organization. Five books top the list in the study of organizational development that have
overlapping principles with the relationship between spirituality and leadership: (a) Organization
Theory (Hatch, 1997), (b) Reframing Organizations (Bolman & Deal, 2003), (c) The Fifth
Discipline Field Book, (Senge, 1994); (d) Leadership in Organizations (Yukl, 2006); and
(e) Reinventing Organizational Development (Bradford & Burke, 2005). These organizational
development practitioners made links to field, chaos, and systems thinking with strong cases for
the importance of the whole, rather than the various parts alone, similar to proponents of
spirituality. Bolman and Deal began with a paraphrase from the New Testament, “What shall an
organization profit if it should gain the whole world but lose its soul?” (p. 394). This lead-in
underscores the belief of some organizational development writers of the critical role of
spirituality could play in organizations.
Many would scoff at the notion that organizations can have soul, but there is growing
evidence that it is a critical element in long-run success. A dictionary definition of soul
uses terms such as “animating force, immaterial essence,” and “spiritual nature”. For an
organization, group, or family, soul can also be viewed as a bedrock sense of identity, a
deep confidence about who we are, what we care about, and what we deeply believe in.
Merck had it. Enron did not. (Bolman & Deal, 2003, p. 396)
Spirituality in the Workplace author, Guillory (2000), said:
A living organization is one which re-creates itself in response to the changing internal
and external business environment. Spirituality is the life force that permeates and drives
a living organization in the pursuit of its business objectives. To meet these challenges,
we need organizations (and leaders to focus them) that provide not only training and
direction in how to do work, but that engage workers in constant learning and personal
development of their capacities. The future organization will have to be a learning center,
a spiritual center, and a training center for multiple leaders. (p.10)
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There is a connectedness of self, group, organization, and society that cannot continue to
be ignored if organizations expect to continue their competitive edge. Other authors agree and
offer specific actions, plans, considerations, or strategies to help open the door to new
possibilities that include the life force of spirituality.
Bolman and Deal (2003) saw the opportunity to enhance organizational development and
the potential for higher levels of effectiveness because the process of change is moved
throughout organizations through spiritual behaviors woven into the fabric of leadership
practices. This human factor is foundational to development and effectiveness because it speaks
directly to self-awareness, as presented earlier as critical to the road map concept of development
and effectiveness at the Center for Creative Leadership. Cameron and Quinn (2003) made a
similar observation in their description of four major types of culture which are clan, adhocracy,
hierarchy, and market. Senge (1994) proffered a fundamental shift or change of mind, metanoia,
or more literally, transcendence, for the social change theory. Senge’s (1990) thoughts here were
preceded by his thoughts about what he called personal mastery, a phrase he coined in the Fifth
Discipline, where he surmised that personal mastery is beyond competence and skills, even
beyond spirituality unfolding. It means approaching one’s life as a creative work. The
prerequisites are being grounded in skills, competence, and spirituality.
Vaill (1998) contended that for the foreseeable future leaders would continue to
experiment with what it means to be organized and that a major component of the paradigm was
avoidance of fixed, monolithic definitions of an organization. Leaders must demonstrate their
understanding of the complexity of organizational structures, frames, and paradigms, along with
the diversity of organizational membership by effectively guiding planned change. Spirituality
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then has the potential for influence and impact when included as part of the total organizational
change landscape beginning with the individual and their understanding of self-awareness.
Organizational development combines the dual impact of economic-based change
strategies and organizational based strategies. This shift was represented in Transforming Your
Leadership Culture by McGuire and Rhodes (2009). Their research was a combination of a
comparative study of the constructive-development theory and a factor analysis of key constructs
of action logics, memes, stages, and values. The end result for McGuire and Rhodes was the
three major concepts of organizational change: (a) culture, (b) leadership, and (c) strategy. In the
discussion on culture, critical aspects of spirituality were highlighted, such as leading from the
inside out, making conscious how unconscious beliefs and values impact our thinking, and acting
and ultimately stating that “culture eats strategy for breakfast” (p.39). What people valued and
believed about each other shaped behavior in and out of the organization. The six-phase cycle
called a “culture development cycle” the inside-out and outside in” (p. 183) model of McGuire
and Rhodes is a blend of developmental needs of culture, leadership, and strategy into a cogent
process, leading to organizational transformation, clearly reflecting Bradford and Burke’s
(2005) earlier thinking. Spirituality is implicitly embedded in much of the organizational
development literature, as in the case of the 12 contributing authors to the Reinventing
Organizational Development (2005).
Spirituality and organizational social responsibility. Within the organizational
development literature today is the phenomenon of corporate social responsibility. This concept
suggests that one of the ways in which business and industry can help with mounting global
issues is by being more intentional about the needs of people and the planet, meaning the
environment and not just profits. Hence, one of the catch phrases of the corporate social
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responsibility movement is people, profits, and the planet. Corporate social responsibility is a
way in which spirituality is finding an acceptable and respectable way into the workplace
spirituality and leadership dialogue.
The World Commission on Environment and Development (1987) provided the most
widely-used definition of corporate social responsibility: development that meets the needs of the
present without compromising the ability of future generations to meet their own needs. The
nature of spirituality and social responsibility are embodied in the same notions of character,
ethics, values, and common good from a business perspective that are evident in discussions
about leadership. The objective of corporate social responsibility advocates was to get business
leaders to think and behave in ways that were beneficial to not only the financial bottom line but
also to the social and environmental bottom line, maximizing individual and organizational
effectiveness. The common thread between leadership, change, spirit at work, and corporate
social responsibility is spirituality.
Mitroff and Denton (1999a) summarized many concepts about leadership and change,
corporate social responsibility, and spirituality in their extensive look at spirituality, religion, and
values in the workplace. Social responsibility is the common thread across spiritual domains in
spirit at work literature. The authors’ first defined spirituality: it is the basic desire to find
ultimate meaning and purpose in one’s life and to live an integrated life. Next, the authors
addressed the challenge of religion versus spirituality, provided successful examples of
spirituality in the workplace, and offered models for fostering spirituality in the workplace from
four different, but clearly overlapping, perspectives.
The second model was the evolutionary organization or spiritually-based organization.
From its outset, this model was based on a crisis or a series of crises that opens the way to the
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hero’s journey, the unknown road to change. Mitroff and Denton (1999a) offered this model’s
principles of (a) spiritual openness, (b) integration of traditionalist views both religious and
philosophical, (c) focus on future generations, (d) development as the ultimate goal not growth,
(e) spiritual listening at all levels of the organization, (f) hope and evolution, (g) toleration of
wide range of emotional expression, and (h) valuing the whole person. Whole person is another
term that is synonymous with self-knowledge and self-awareness.
Model three was the values-based organization, which was not a new phenomenon but
rather a restatement of ideas and practices dating back to the teaching and practices of Robert
Greenleaf (1977) and the Greenleaf Center for Servant-leadership. The guiding value for
Greenleaf and the center he founded is servant leadership. A servant leader focuses primarily on
growth and well-being of people and the communities to which they belong. The servant leader
shares power, puts the needs of others first, and helps people develop and perform as highly as
possible (Greenleaf, 1977).
The final model, the socially responsible organization, made use of the notion that the
common good or the betterment of society was the foundation in dealing with profits, people,
and the planet. This model has generated the most business and industry interest in the last
decade as an example of what many leaders have come to believe about the role and place of
business with people, profit, and planet mindset. Mitroff and Denton (1999a) suggested that this
was a global phenomenon, given the changing landscape of a technically, socially, and
economically connected world. It is this common thread of including that which has been
excluded, specifically spirituality; the authors in this domain ask for a more directed
consideration of the impact on development and effectiveness as a means of helping leaders be
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better in their roles. My research agenda was to provide data in support of spirituality being
considered as a developmental component to help leaders become more effective.
Integral theory and social responsibility. The Integral Theory from a business lens
also supports spirituality and organizational social responsibility. Cacioppe (2009) said of the
integral system/lens, “It is a good place to start for a leader or professional who wants an
introductory and practical approach to align all aspects of business systems, goals, people,
culture, community, and environment to create a truly sustainable “integral” organization” (p. 3).
The key is the integral framework is just that, a way of aligning all aspects of business systems.
Integral Psychology: Consciousness, Spirit, Psychology, Therapy focused on psychology
and related subsets—Wilber’s (2000b) attempt at mapping the human mind using the AQAL.
The goal of Integral Psychology was to honor and embrace every legitimate aspect of human
consciousness meaning, all quadrants, all levels, all lines, all states, and all types (AQAL). The
goal of the integral frame is put all that we are, all that we do, and all that we say and think into
one integrated whole so that there is a serious consideration of the role of spirituality is a
necessary part of the business landscape.
Kofman (2006), a protégé of Wilber, wrote Conscious Business and presented a good
example of integral application to business. Management and leadership programs are “gaining
steam” by demonstrating, for example, the four major management theories as the four
quadrants. Most importantly, the integral application does something that none of the four major
management theories do independently of each other: it includes all four approaches in integral
management training. Management and leadership authors (Beck, Bennis, Chopra, Loehr,
Mitroff. Tolbert, and Schwartz) have followed, not only using the integral application but also
becoming a part of the Institute of Integral Business. According to Wilber (2000a), “The major
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implication of an all-level, all quadrant approach to spirituality is that physical, emotional,
mental, and spiritual ways of being should be simultaneously exercised in self, culture, and
nature, i.e., in the I, we, and it domains” (p. 97). Klien and Izzo (1998) went further because he
believed spiritual intelligence was fast becoming a leadership imperative. Wilber did not profess
to have all the answers worked out but suggested a theory worthy of further investigation
because of the inclusive implications of the integral philosophy—in this case, a serious vision for
business, politics, science, and spirituality.
Socially responsible organizations—field examples. Field examples demonstrate the
potential for organizations when spiritual behaviors become a part of the fabric of organizational
life. Mitroff and Denton (1999a) addressed this question by presenting the first systematic study
of the beliefs and practices of high-level managers and executives through a cross section of
business and industry. Their study included 131 executives who were invited to respond to a
questionnaire on meaning and purpose in the workplace. Subsequently, a factor analysis was
completed on a number of the questionnaire’s items. In a broad-based look at spirituality at
work, the researchers explored the vagaries of the domain through five models that fostered
spirituality: (a) the religious-based organization; (b) the evolutionary organization, evolved from
a traditional religious base into an organization with a more inclusive or ecumenical outlook as
result of a crises or series of crisis; (c) the recovering organization, with Alcoholics Anonymous
as its principle example; (d) the socially responsible organization, with a considered place in the
context of social, economic, and environmental responsibilities, operating with vision toward
sustainable performance that does not negatively impact people, profits or the planet; and (e) the
values-based organization which is driven by the personal values of their founder(s). It is
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through the lens of their “audit” that scores of organizations have been highlighted as
demonstrating over time the successful integration of spirituality at work.
The list of successful organizations includes the YMCA, AA, Tom’s of Maine,
Ben & Jerry’s, Kingston Technology Company, and GE (Mitroff & Denton, 1999a). A
key differentiator of this group is a focus not on size, growth, or profits but on those that
have occurred as a byproduct of having focused on development, values, hope, common
good, and sustainability.
Perhaps the most notable example from the literature of the impact of spiritual
behaviors and practices on individuals and ultimately organizations as a whole is the long
and storied example of CH2MHill.
CH2MHill is a global leader in full-service engineering, consulting, construction, and
operations; it has the human capital and technical resources, the international footprint, and the
depth of knowledge and experience to help clients achieve success in any corner of the world.
CH2MHill is the only engineer-procure-construct company that offers this wide spectrum of
expertise, knowledge, and services across varied industries and government agencies. In 1946
three Oregon State College classmates, Holly Cornell, James Howland, and T. Burke Hayes,
used their complementary skills and temperaments to establish the firm that became known as
CH2M (Cameron, 2008). In 1971, CH2M merged with Clair A. Hill & Associates and became
CH2MHill.
My interest in the CH2MHill case came from a conversation with the Chief Learning
Officer during late summer of 2008. The conversation was focused on the developmental needs
of second and third tier leaders in the organization, but it turned to issues on effective
organizational leadership and the role spirituality played in the storied success of the company.
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The Chief Learning Officer believed that spirituality could have an important role in
organizational success. Two books were offered as the spiritual basis for their success,
Cameron’s (2008) Positive Leadership: Strategies for Extraordinary Performance, and an earlier
Cameron & Lavine (2006) publication, Organizational Virtuousness and Performance. The
CLO directed me to these works to better understand the what, why, and how of their spiritual
frame for sustainable organizational effectiveness.
According to Cameron (2008), the process of developing a “positive leadership” culture
at CH2MHill began with a system-wide positive leadership assessment followed by
implementing a positive leadership strategy that included personal and professional life. For
example, special attention was given to the language used throughout the organization; words
like love, hope, compassion, forgiveness, and humility became prevalent. Positive leadership
interventions were a regular part of the organizational landscape as well. These interventions
were targeted to specific needs (personal or professional) of a team, department, or business unit
to (a) ensure organizational flourishing, (b) create the best human condition, and (c) create
exceptional positive outcomes, not merely to resolve problems, overcome obstacles, increase
competitiveness, or attain profitability. To get positive work, the focus must be on the positive.
Positive Leadership is based upon four principles, based upon the fact that all living
systems have an inclination toward the positive-–which is known as the “heliotopic
effect”, examples include plants leaning toward light, people learn and remember positive
information faster and better than negative information, and positive words in all
languages predominate over negative words. The four strategies include the cultivation
of positive climate, positive relationships, positive communication, and positive meaning.
The intent is to provide leaders with validated, implementable strategies that can enable
positive deviant performance. (Cameron, 2008, p. xi)
The case study was CH2MHill’s participation in the cleanup of the Rocky Flats nuclear
waste site near Denver, Colorado, beginning in 1995. The core of the enterprise dated back to
1946 and was built on honesty, ethics, and morals. These core principles were outlined in
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Cameron & Quinn (2003) and Cameron (2008) continuum, and suggested by the CLO at
CH2MHill as the blueprint for success with Rocky Flats, and the ongoing success of the
organization before and since this watershed moment in the organization’s history. A cursory
review of Cameron’s continuum illustrating Positive Deviance sums up his spiritual journey via
Positive Leadership, Positive Deviance, and Abundance Approach, as represented in Table 2.1
and Table 2.2.
This continuum contains three points, one anchoring the left end (negative deviance), a
middle point (an absence of negative deviance or normal/expected condition), and one anchoring
the right (positive deviance). In terms of the physiological and psychological, the practice is to
move people from the left point of the continuum (illness or poor health) to the mid-point
(normal or healthy). What was done at CH2MHILL was to move beyond normal or to work on
the gap from normal to “Positive Deviance” or as Jim Collins (2000) penned moving from good
to great.

Table 2.1
A Continuum Illustrating Positive Deviance
Negative Deviance

Normal

Positive Deviance

Physiological

Illness

Health

Vitality

Psychological

Illness

Health

Flow

Revenues

Losses

Profits

Generosity

Effectiveness

Ineffective

Effective

Excellence

Efficiency

Inefficient

Efficient

Extraordinary

Quality

Error-prone

Reliable

Flawless

Ethics

Unethical

Ethical

Benevolence

Individual:

Organizational:
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Relationships

Harmful

Helpful

Honoring

Adaptation

Threat rigidity

Coping

Flourishing

Approach:

Problem solving
gaps

Abundance
gaps

Note. From Making the Impossible Possible (p. 7), by K. Cameron, and M. Lavine 2006, San Francisco: Berrett-Koehler. Copyright
2006 by Berrett-Koehler. Reprinted with permission.

The same practice or evidence is shown in Table 2.2 comparing “Conventional Principles
and Abundance Principle.” These tables show a connection to McGuire and Rhodes (2009)
Transforming your Leadership Culture around strategy, leadership, and culture—each having
roots in relationships both individually and collectively. We know from the literature presented
thus far that one of the keys to successful relationships is self-awareness (wholeness or selfknowledge).
Embedded in Tables 2.1 and 2.2 are Cameron and Lavine’s (2006) comparisons of
abundance practices of spirituality and behaviors around self-awareness that include emotions,
meaningfulness, service before self, and purpose in contrast to conventional leadership practices.
Although its history in the new millennium is still being written, CH2MHill has found a
unique blend of innovation, values, and commitment to customer satisfaction in establishing
itself as a best in class engineering firm, but also as a firm to be emulated throughout the world.
The potential of success and effectiveness is quite clear as CH2MHill’s global resume is
reviewed by clients, and in a legacy of outstanding project work, sustained revenue growth, and
corporate industry recognition of its performance level.
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Table 2.2
Conventional Leadership Principles Compared with Abundance Leadership
Principles.
Conventional Principles

Abundance Principles

General Leadership Principles
Problem-solving and deficit gaps

Virtuousness and abundance gaps

A single heroic leader

Multiple leaders playing multiple roles

One leader from beginning to end

A continuity of leaders

Congruence and consistency

Paradox and contradiction

Principles Related to Visionary and Symbolic Leadership
Left-brain visions – logical, rational, and
Right-brain visions – symbolic,
sensible – with SMART goals
emotional, and meaningful – with
profound purpose
Consistency, stability, and predictability

Revolution and positive deviance

Personal benefits and advantages

Meaningfulness beyond personal benefits

Organizations absorb the risks of failure
and benefits of success

Employees share the risks of failure and
rewards from success

Principles Related to Careful, Clear, and Controlled Leadership
Downsizing at the expense of people

Downsizing for the benefit of people

Commitments and priorities based on
environmental demands

Unalterable commitments and integrity at
all costs

Managing the contractor, attaching
resources to performance

Managing the contract and ensuring
stable funding

Ultimate responsibility and accountability
for measurable success at the top

Responsibility and accountability for
measurable success for everyone,
including workers, managers, regulators,
community organizations, and funders

Adaptability and addressing work
challenges as they arise

Engaging only in value-added activities

Note. From Making the Impossible Possible (p. 11-12), by K. Cameron, and M. Lavine 2006, San Francisco: Berrett-Koehler.
Copyright 2006 by Berrett-Koehler. Reprinted with permission.
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Spirituality, leadership development, and effectiveness in organizations. The goal of
believers in the power of spirituality is not to supplant existing practices or beliefs in leadership,
change, and organizational sustainability. Rather, the focus is to add a missing element that
could be a vital bridge used to usher in a new paradigm in how to do business for a more
sustainable future and how to develop leaders with the capacity to shape the future of business.
Rock and Page (2009), authors of several works on brain function including Coaching with the
Brain in Mind, made this observation about spirituality in the context of coaching for greater
effectiveness:
For a system to undergo a dramatic shift, it must be pushed beyond the state that holds it
in equilibrium. Coaches apply this principle to individuals or organizations, hoping to
evoke an insight that will cause the client to “see with new eyes”. When whole societies
begin to see with new eyes, existing assumptions come into question, the old equilibrium
breaks down, and the resulting chaos provides fertile ground for new fields and practices.
(p. 22)
It is out of the chaos in the domain of spirituality, expressed through this literature review
that new opportunities seem to exist for individuals and organizations to explore possibilities of
developing more effective leaders through the development of leaders’ spiritual dimensions.
In 1998, Pulitzer prize-winning Harvard biologist E.O. Wilson revived the concept of
Consilience: The Unity of Knowledge. The enlightenment thinkers had it right in knowing a lot
about everything, he argued. Today’s specialists know a lot about a little—counterproductive
approaches in a world where science and art and everything in between stem from the same roots
and grow towards the same goals. The issues that vex humanity can only be solved by
integrating fields of knowledge. Wilson is aligned with Rock and Page and with the literature in
the field suggesting having the maximum impact on leadership effectiveness spirituality should
be integrated into the whole of leadership.
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Summary
My review of the literature takes into account multiple aspects of the domain including
the various definitions of spirituality, examples of spiritual leadership theory, leadership
assessment tools, organizational development, spirituality and change leadership, and examples
from the field to demonstrate the potential for impact on the individual leader, groups,
organizations and subsequently the impact on society. My review of the literature did not
provide definitive answers, but I believe it does offer a definitive direction as each of the authors
reviewed suggested in their respective ways that spirituality must be considered with the same or
greater weight as fitness and nutrition, coaching, technical skills, emotional intelligence, and
360-degree feedback, and other recognized factors that facilitate the development of the most
effective leaders.
In Chapter II, spirituality was defined while recognizing that like leadership there is no
single, commonly agreed upon definition. An overview of the concept of spirituality included an
historical perspective that dated back to 1700s up through the Twenty-first Century. This
historical perspective included delineation between religion and spirituality. The Spiritual
Leadership Theory and Integral Theory provided theoretical frame for the study as they both
presented spirituality as means of helping leaders be better with insights of whole leader
development—a concept that is all inclusive of the facets that makes us a person, a leader.
Mitroff and Denton (1999a, 1999b) presented field examples of where spirituality is being linked
to the workplace with positive results for individual leaders and the people they lead. The case
of emotional intelligence was highlighted as a “soft skill” that then after vetting through
empirical studies gained its place in the process of leader development. In addition, emotional
intelligence has gained a place as an approach in determining a leader’s effectiveness. The
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potential connection between leader effectiveness and spirituality was introduced through the
lens of an acceptable approach in measuring leader effectiveness—the multi-rater assessments,
specifically the Center for Creative Leadership’s Executive Dimensions and 1998 Campbell
Leadership Index ™ assessment.
A confluence of practitioners, researchers, senior leaders, and emerging partnerships have
reached similar conclusions. The literature reviewed demonstrates the challenges of this
emerging domain of spirituality for inclusion in existing and accepted frames of leader
development and effectiveness. In its sum, Chapter II literature review presents a compelling
perspective for investigating the connections between spirituality and the potential of those
connections for developing leaders and as a measure of their effectiveness.
In Chapter III, the research methodologies are defined including, sample populations,
data collection tools, and analysis procedures. The method to address each research question will
be outlined and each research question’s contribution to the study stated.
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Chapter III: Methodology of the Study
The focus of the study was to explore the possibility of supporting the inclusion of
spirituality in the process of developing leaders. Specifically I (a) examined how spirituality is
defined in the subject literature and by leadership development practitioners, (b) investigated
which, if any, of the Campbell Leadership Index ™ descriptors/items were measures of an aspect
of spirituality, and (c) analyzed whether or not Campbell Leadership Index, 1998 spirituality
items may be a predictor of leader effectiveness. This was a quantitative study with descriptive,
correlational, and comparative analyses.
Methodology
The value of the research process is multifaceted and includes the pleasure of making
discoveries, expanding upon existing knowledge, presenting new information, and demonstrating
scholarly research capabilities that can be endorsed by a community of learners. The MerriamWebster’s Dictionary defines methodology as (a) the analysis of the principles of methods, rules,
and postulates employed by a discipline; (b) the systematic study of methods that are, can be, or
have been applied within a discipline; and (c) a particular procedure or set of procedures
(Methodology. 2007, p. 452). Bentz and Shapiro (1998) in Mindful Inquiry in Social Research
offered a perspective on methodology: “The science of method or orderly arrangement;
specifically the branch of logic concerned with the application of the principles of reasoning to a
scientific and philosophical inquiry” (p. 37). In addition to the preceding statement, Bentz and
Shapiro expanded their perspective on methodology when they penned:
Instead of presenting research as a neutral tool kit to be used in any kind of intellectual or
philosophical or value framework, we present and recommend our own philosophical
framework, which we call mindful inquiry, as a way to think about inquiry and research.
(p. xiv)
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Methodology is a researcher’s assurance that a consistent, tested, and accepted means of
reasoning or inquiry is applied to a particular domain of study. A presentation may be seen as
organized, easily communicated, and evaluated, and epistemologically may be seen as sound
because of this consistency.
Research methodologies are linked to the scientific method, which is focused on
gathering observable, empirical, and measurable evidence subject to specific principles of
reason. Quantitative methods have a focus on numbers and quantifiable data. Counting and
measuring are common quantitative methods, such as (a) psychometrics, (b) experimental
design, (c) statistics, (d) data analysis, (e) statistical theory, (f) statistical computing, and
(g) methodology (Economic and Social Research Council, 2008). Quantitative research is
subject to peer review through respected academic journals, which ensures the continuation of
valid academic and scientific processes and data summaries. A review of Thomas Kuhn’s works
involving the physical sciences, including The Copernican Revolution (1992) and The Structure
of Scientific Revolutions (1996), showed quantitative research as generally approached using
scientific methods that include the (a) generation of models, theories, and hypotheses; (b)
development of instruments and models for measurement; (c) experimental control and
manipulation of variables; (d) collection of empirical data; (e) modeling and analysis of the data;
and (f) evaluation of the results.
The quantitative and behavioral culture of inquiry has both an empirical and analytic
component. The word empirical derives from the Greek word for experience and simply
means “experiential” or “based on experience”. The concept of analysis (also from the
Greek) means breaking things down into discrete parts. Both factual relationships, such
as correlations, and causal relations can be clearly seen and elegantly expressed in
mathematical form. (Bentz & Shapiro, 1998, p. 122)
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This methodological process continued as a constant guide in completing this study. The
first two chapters provided the background to the data that could identify opportunities for
including spirituality in the leader development process. Chapter III frames the research
methods including an outline of the methods process, survey samples, research tools, data
collection and analysis process and procedures.
Research Questions
Further study on the topic was warranted given the nature of leadership is ever expanding
its competencies, behavior sets, and practices. Spirituality has not had the overwhelming support
of traditional academics as a legitimate or rigorous component of individual or organizational
leader development; however, just as the global leadership landscape has changed so are the
attitudes toward the notion of spirituality, and like other behaviors of the past, such as emotional
intelligence, that are now a part of what we call leadership development, it may be time to take a
closer look at spiritual behaviors and leadership effectiveness. According to Cavanagh (1999):
There are several indications of a dramatic increase in interest in spirituality among both
practicing managers and academics. Some of these indicators are: the increased number
of sessions at the Academy of Management annual meetings that discuss spirituality and
religion; new books and articles on religion and spirituality in business; and the new
courses on religion, spirituality and contemplation that are being offered in business
schools. (p. 187)
The basic question of this study was whether a correlation exists between individual
characteristics of spirituality and leader effectiveness. It must be noted that there is not just one
question but several that the study addressed including:
1.

How is spirituality defined? What are general understandings about spirituality in
terms of actions/behaviors/characteristics from the literature and survey
respondents?
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2.

Which Campbell Leadership Index™, 1998 items are most descriptive of spirituality
based upon survey responses?

3.

What is the relationship between the Campbell Leadership Index™ “spirituality”
items and the Executive Dimensions leader effectiveness competencies?

Participants
There were three sets of participants. Two groups of Center for Creative Leadership’s
faculty and leadership development practitioners were invited to participate in the survey. The
third group was Leadership at the Peak participants.
Center for Creative Leadership faculty. Center for Creative Leadership development
practitioners, primarily faculty with five or more years of experience in the leadership
development field and adjunct executive coaches who had worked with the center’s programs
that offer executive coaching as part of a program experience, were invited to participate in the
survey. The first group included six leadership development practitioners who I knew had had
experience in the spirituality field as well as in leadership development. Meaning, I regarded
them as experts based on years of practice in the leadership development field, including
speaking and publications, and their indicating a regular spiritual practice of prayer, meditation,
yoga, or other contemplative practice integrated into their lifestyle. This small group of
“experts” was asked to confirm the researcher’s initial ideas regarding which 1998 Campbell
Leadership Index ™ descriptors and items address the spirituality construct. Consistent with the
intent to separate spirituality from religion, these “experts” were not religious leaders.
The larger groups of Center for Creative Leadership practitioners had experience in the
leadership development arena but were not necessarily thought of as experts in issues of
spirituality; they provide a lay perspective on which The 1998 Campbell Leadership Index ™
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items address the spirituality construct. Forty leadership development practitioners received this
survey.
Leadership at the Peak participants. The 360-degree assessment data for this analysis
was extracted from the aggregate participant data of 875 attendees at the Leadership at the Peak
program from 2009 to 2012. This program, offered by the Center for Creative Leadership, is
open to senior level executives. Admission to the program is by application and a careful
screening process to ensure the highest quality level of participation. The participant pool is
84% male and 16% female, with a median age of 48 years. More than 90% of participants were
at the executive level or at the top of their respective organizations. All areas of business and
industry and organizational size are represented with 32% of participants from organizations of
10,000 or more. Lastly, 44% of the Leadership at the Peak participants has advanced degrees.
The complete data set from these program years included 998 participants. Because this research
focuses on boss ratings, the 123 participants with more than one boss were excluded from the
analysis to ensure that each participant in the analysis only had one rating.
Instrumentation
I developed a survey to seek concurrence on my assessment of which The 1998 Campbell
Leadership Index ™ descriptors and items reflect the spirituality construct. I also accessed
archived data from the Center for Creative Leadership’s Executive Dimensions and The 1998
Campbell Leadership Index ™ assessments. Data from both the survey and archived Leadership
at the Peak data files were used to identify Campbell Leadership Index™ “spirituality”
descriptors and items and to analyze their relationship with leadership effectiveness as measured
by the Executive Dimension competencies.
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Center for Creative Leadership 360 assessments. I used data from the The 1998
Campbell Leadership Index ™ and the Executive Dimensions 360-degree instruments which
have been used for over 20 years to measure senior level executive leader characteristics and
effectiveness. These tools were used in the Center for Creative Leadership’s Leadership at the
Peak program to assist in identifying and measuring leader effectiveness. Each Leadership at the
Peak participant received feedback on these two 360-degee assessments.
Campbell Leadership Index™. Campbell, co-author of the well-known StrongCampbell Interest Inventory (1966), first published The Campbell Leadership Index™ in 1991.
Following this, Campbell continued to develop models of effective managerial practice and to
apply them as guides for assessment and development. The 1998 Campbell Leadership Index ™
provides measures of personal characteristics directly related to the nature and demands of
leadership. Three or more observers are asked to rate respondents using the same 100 adjectives
and the same six-point scale including never, seldom, occasionally, sometimes, usually, and
always. Each respondent is asked to self-rate on the same adjectives using the same scale.
Validity questions were addressed in the construction of the Campbell, 1996 scoring
scales, orientations, and overall indices about whether the developmental activities and decisions,
taken collectively, produced a valid, reliable system of leadership assessment (see Appendix E).
David Campbell responded by outlining multiple aspects of validity as he applied it to the
Campbell Leadership Index™ (1998). He moved from a conceptual validity of a leadership
measure, making sure the readers understood that in terms of straightforward concepts, such as
mathematical skills, test validity makes sense. The complexity of leadership required a more
extensive explanation of validity. Campbell thus spent time presenting pragmatic validity and
the traditional validities of content, concurrent, construct, and predictive validities (see Appendix
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E). Campbell validated the scales for leadership; however, my study took a look at the
individual subscale descriptors/items and their respective relationship to spirituality.
For example, Table 3.1 presents the Index’s questions for the Leadership Orientation.
This orientation measures the ability to imagine a new direction and lead people there.
Table 3.1
Campbell Leadership Index Dynamic Scale Descriptors/Items
Item #/Descriptor
#28 Dynamic –
inspires others through
energy and enthusiasm
#37 Enthusiastic – has
eager, spontaneous
approach
#63 A leader – takes
charge, influences, and
motivates others

Never Seldom Occasionally Sometimes Usually Always
1

2

3

4

5

6

1

2

3

4

5

6

1

2

3

4

5

6

Table 3.2 shows my initial thoughts on 1998 Campbell Leadership Index ™ descriptors
that may also have relevance for the spirituality construct. The items included in the descriptor
are shown in the last column. Research Question 2 sought to confirm the suggested relationship.
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Table 3.2
Campbell Leadership Index™ Orientations, Scales and Descriptors/Items Researcher Proposed
Have Possible Connection to Spirituality
Campbell
Leadership
Index™
Orientations
Leadership

21 Campbell
Leadership
Index™ Scales
Within the
1. Orientations
Ambitious
2. Daring
3. Dynamic
4. Enterprising
5. Experienced
6. Farsighted
7. Original
8. Persuasive

Full Campbell Leadership Index™
Descriptors/Items Researcher Proposed Had Possible
Connection to Spirituality
Dynamic:
(28) Dynamic—Inspires others through energy and
enthusiasm
(37) Enthusiastic—Has an eager spontaneous approach
(63) A leader—Takes charge, and motivates others
Farsighted:
(42)Farsighted- shows great vision in imagining the
future
(47) Forward looking –focuses on the future (59)
insightful – able to detect important points in complex
situations
Original:
(19) creative – produces many novel ideas, products or
methods
(55) imaginative- has a flair for the seeing the world
differently
(61) inventive – comes up with clever new products or
ideas
(71) original – thinks and acts in fresh unusual ways

Energy

This orientation
reflects
physical
energy,
endurance and
a healthy life
style
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Campbell
Leadership
Index™
Orientations
Affability

21 Campbell
Leadership
Index™ Scales
Within the
Orientations
1. Affability
2. Considerate
3. Empowering
4. Entertaining
5. Friendly

Full Campbell Leadership Index™
Descriptors/Items Researcher Proposed Had Possible
Connection to Spirituality
Affability:
(1) affability – need to foster team work, cooperation
and to make people feel valued.
(4) affectionate – acts close warm, and caring toward
others
(5) aloof-distant, stays away from the group
(32) emotional – shows feelings openly
Considerate:
(16) considerate – thoughtful, of the needs of others
(18) cooperative – willing to work with the ideas of
others
(53) helpful- ready and willing to give a hand to others
(58) insensitive –unaware of the feelings of others
(81) sarcastic – makes cutting remarks belittling others
(85) concerned primarily with own interest
(86) sensitive – highly aware of the feelings of others
Empowering:
(33) empowering – enables others to achieve more than
thought possible
(34) encouraging – motivates through encouragement
and emotional support
(91) supportive – helps others be successful and
confident

Dependability

1.
2.
3.
4.

Credible
Organized
Productive
Thrifty

Entertaining:
(36) entertaining – good at amusing others
(41) Extroverted – outgoing, warm, wants to be around
people
(54) humorous- funny person, quick with a joke
(60) Introverted – prefers being alone
(100) Witty- clever an amusing with words
Credible:
(9) candid – open and honest when dealing with others
(20) credible-worthy of trust, believable
(23) deceptive-conceals the truth for selfish reasons
(38) ethical- lives within society’s standards of right and
wrong
(83) scheming – develops sly and devious plans
(96) trustworthy – inspires trust and confidence
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Campbell
Leadership
Index™
Orientations
Resilience

21 Campbell
Leadership
Index™ Scales
Within the
Orientations
1. Calm
2. Flexible
3. Optimistic
4. Trusting

Full Campbell Leadership Index™
Descriptors/Items Researcher Proposed Had Possible
Connection to Spirituality
Optimistic:
(25) depressed-feels gloomy discouraged, and hopeless
(66) moody – shows sudden changes in emotion
(68) optimistic – sees the best in people and situations
(78) resilient – recovers quickly from failures or
adversity
(93) temperamental – moody, irritable, and overly
sensitive
(98) well-adjusted – handles personal and emotional
problems well
Trusting:
(21) Cynical – doubts the goodness of others
(77) resentful—feels injured, insulted, or exploited
(92) suspicious – inclined to distrust others
(92) trusting – believes in the goodness of others

Executive Dimensions assessment. Using data from participant’s results on the
Executive Dimensions 360 degree assessments, I created a baseline of leadership effectiveness
from the boss overall ratings for all 16 of the Executive Dimensions leadership competencies.
The boss scores were used instead of all raters as the boss has the biggest impact on an
employee’s career path.
The Executive Dimensions is a 360-degree assessment instrument for leadership
development created by researchers at the Center for Creative Leadership. The survey shows
developmental feedback on leadership competencies important for executive effectiveness across
a wide variety of organizations and industries. Executive Dimensions is intended specifically for
top-level executives. It is ideal for CEOs, presidents, executive vice presidents, vice presidents,
and managers in other C-level positions (i.e., those with chief in their title, as in chief executive
officer or chief operating officer). The Executive Dimensions assessment has 16 leadership
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competencies in three concentration areas: (a) Leading the Business, (b) Leading Others, and (c)
Leading by Personal Example. (See Table 3.3) Response options are:
1.
2.
3.
4.
5.

Exceptional – exemplifies the ideal leader
Highly Effective – demonstrates a clear strength
Effective – Performs in an acceptable manner
Marginally Effective – could hinder performance
Deficient – creates an obvious negative Impact

Table 3.3
Executive Dimensions Concentration Areas and Competencies
Concentration Area

Leader Effectiveness Competencies

Leading the Business (6 competencies)
Sound Judgment
Strategic Planning
Leading Change
Results Orientation
Global Awareness
Business perspectives
Leading Others (6 competencies)
Inspiring commitment
Forging synergy
Developing and empowering
Leveraging differences
Communicating effectively
Interpersonal savvy
Leading by Personal Example (4 competencies)
Courage
Executive image
Learning from experience
Credibility
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The reliability and validity of the Executive Dimensions was established through the
completion of two research studies. In Study 1, participants were members of an executive
network hosted by a large insurance organization. These data were collected from 1999 to 2001.
Study 2 data were collected from May 2000 to August 2008. For both study groups, participants
identified a set of peers, superiors, and direct reports to complete the survey. The reliability of
the survey was calculated in both studies using Cronbach’s alpha. The analysis revealed most
scales were at or above the generally accepted minimum of .70 reliability. Additional technical
data on the Executive Dimensions concentration areas, competencies, and overall index intercorrelations are available in Appendix E.
The Executive Dimensions Feedback Report and Executives Group Profile include
importance ratings from all rater groups on the 16 competencies; average ratings of performance
from all rater groups on competencies; and highest and lowest ratings from items, a gap analysis
between self, and others ratings, and a normative comparison (Center for Creative Leadership,
2009).
Survey and follow-up discussion with selected spirituality and leadership
development experts. Before making a final decision on which 1998 Campbell Leadership
Index ™ descriptors and items were included in a survey to lay respondents, or the larger Center
for Creative Leadership practitioner participant group, I sought concurrence from a small group
who had experience in both the spiritual and leadership development fields. I considered this
group of respondents experts because of their experience in using spirituality in their work,
spirituality is a part of their life practice, and the continuing conversations around the potential
value if or when spirituality is included as part of the development landscape. The experts were
asked to respond to all 100 1998 Campbell Leadership Index ™ items. The question they were
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asked was: In your personal view, how descriptive of spirituality is each of the following 1998
Campbell Leadership Index ™ items? The response options were on a 6-point scale from: not at
all descriptive; slightly descriptive; moderately descriptive; quite descriptive; greatly descriptive;
or completely descriptive. In addition, the expert respondents were asked for their definition of
spirituality; what they consider their level of understanding of spirituality to be on a not at all
knowledgeable to extremely knowledgeable scale; and biographical data that included age,
gender, relationship with the center; and length of employment at the Center for Creative
Leadership. Following review of the survey responses, I followed up with telephone
conversations to discuss our differences in thoughts related to descriptors /items selected as
descriptive of spirituality. That is, we talked about our differences around what they perceived
as their selection criteria versus my criteria. The experts were clear that they selected items that
in their minds were solely descriptive of spirituality and not business. My initial selection
criteria included some terms that had clear business connections. For example, experts did not
select candid, competitive, dependable, healthy, frugal, or productive as these items were too
oriented toward business. However, these same items made my initial list as being descriptive of
spirituality.
Center for Creative Leadership faculty survey. The survey to the larger group of
leadership development practitioners was based upon responses from the six expert opinions
about the 1998 Campbell Leadership Index ™ . This version of the survey was designed to elicit
from lay respondents their perception on which of the descriptors and items are most descriptive
of spirituality. Several reminder notices were emailed during the data collection period.
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Data Analysis
Data analysis was conducted and reported by each individual research question followed
by an overall analysis and summary.
Research Question 1. How is spirituality defined? What are general understandings
about spirituality in terms of actions/behaviors/characteristics from the literature and from survey
respondents?
The primary analysis for Research Question 1 was a synthesis of findings from the list of
spirituality definitions in the literature and the definitions of spirituality offered by survey
respondents.	
  	
  	
  My proposed definition of spirituality for the purpose of this study was the
awareness, understanding, access, and intentional integration of the invisible life-force that
permeates all of our experience. Analysis for Research Question 1 resulted in a modification of
this definition.
Research Question 2. Which Campbell Leadership Index™ (1998) items are most
descriptive of spirituality based upon survey responses?	
  	
  	
  A few selected subject matter experts
were asked to confirm decisions about the relationship of the Campbell Leadership Index™
descriptors and items to spirituality. When at least half of the expert respondents indicated that
they thought the 1998 Campbell Leadership Index ™ descriptor/item was at least quite
descriptive of spirituality, the descriptor and item was included on the survey which was
administered to Center for Creative Leadership’s leadership development practitioners. Survey
results from the lay respondents were used to determine whether the items are viewed as
descriptors of spirituality. When more than 80% of the lay survey respondents agreed that the
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descriptor/item was at least “quite descriptive” of an aspect of spirituality, I considered it a
“spirituality” item.
Research Question 3. What is the relationship between the 1998 Campbell Leadership
Index ™ spirituality items and leadership effectiveness as measured by the Executive
Dimensions assessment overall boss scores?
The Leadership at the Peak data set used for this analysis was archived. Since data from
the larger set of Leadership at the Peak program have been used for other analyses, it was
expected to be a clean data set, but the data was reviewed and necessary adjustments made to
meet the needs of this study. Once reviewed, I removed respondent data that had two bosses
reporting and any data that had a null set. This adjustment was done to have the cleanest data set
possible.
The findings for Research Question 3 were covered in descriptive, comparative, and
correlational analyses. Descriptive statistics included Pearson’s correlation between the 1998
Campbell Leadership Index ™ “spirituality” item scores and the Executive Dimensions boss
leadership effectiveness scores for all 16 competencies. While the intent of this study was not to
create a “spirituality” scale, an item analysis for the set of spirituality items and a Cronbach’s
alpha assessment of overall reliability was included in the discussion of findings. Findings
included a discussion of the strength of the correlations across the spirituality items, as well as
the item by item correlation with the leadership effectiveness competency scores.
In addition to this correlational analysis, I also conducted a comparative analysis to look
at whether or not each of the “spirituality” items differentiated between high and low leadership
effectiveness as measured by the boss’ Executive Dimensions competency scores. To identify
the high and low scoring groups, I used the median as a dividing point and considered the two

92
inside quartiles. Given that positive scores had the lower codes and negative scores had the
higher codes, the 25th to the 50th quartile of scores were defined as the high group, and the 50th
to 75th quartile scorers were defined as the low group. The purpose for using the median as the
dividing point and the inside quartiles was to avoid the effect of the two outside extreme scorers
in the analyses.
Since there was a tendency for a strong relationship between the 1998 Campbell
Leadership Index ™ developmental	
  planning	
  guide	
  that	
  provides	
  boss scores and the Executive
Dimensions boss scores, another view of the relationship between leadership qualities and
leadership effectiveness was sought through regression analysis. For each of the 16 Executive
leader effectiveness competencies, a regression model was run with the competency as the
dependent variable and the six spirituality items as the independent variables. This provided
information on which of the spirituality items had the most influence on each of the
competencies.
Summary
Chapter III provided the road map for taking the idea that spirituality could have an
impact on leader effectiveness to exploration through evaluation of available literature and
vetting potential supportive data from existing leader effectiveness tools, in particular the 360
degree assessment tools of the Campbell Leadership Index™ (1998) and the Executive
Dimensions. Chapter IV analyzes the results to determine whether or not correlations are strong
enough to recommend to continuing a process of including spirituality in leader development.
Chapter V summarizes research results and takes a closer look at what methods may be used to
incorporate spirituality into existing and future leadership development experiences with the
continuing goal of improving leader effectiveness.
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Chapter IV: Findings of Study
Chapter IV focuses on the data and a presentation of the analysis related to the three
research questions. The research questions are: (a) How is spirituality defined? What are the
general understandings about spirituality in terms of actions/behaviors/characteristics from the
literature and survey respondents?; (b) Which Campbell Leadership Index™ items are most
descriptive of spirituality based on survey responses?; and (c) What is the relationship between
the 1998 Campbell Leadership Index ™ “spirituality” items and the Executive Dimensions
Leadership effectiveness scores?
Within the context of the first research question, analysis addresses the following:
1. How spirituality is defined from the literature.
2. How spirituality is defined by the “expert” respondents to the survey.
3. How spirituality is defined by the leadership development practitioner survey

respondents.	
  
A researcher proposed definition of spirituality as suggested by the literature and survey
respondents.
Within the context of the second research question, analysis addresses the following:
1. Findings on the experts’ response to the survey identifying which of the 100
Campbell Leadership Index™ items they see as most descriptive of spirituality.
2. Findings from the responses of the leadership development practitioners to the
question of which of the 49 Campbell Leadership Index™ items identified by the
“expert” reviewers they also agreed were the most descriptive.
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3. A comparison of the findings of the experts and the leadership development
practitioners survey respondents with the researcher’s initial assessment.
4. A measure of reliability if the “spirituality” Campbell Leadership Index™ items are
treated as a unit-dimensional scale.
Within the context of the third research question, analysis addresses the following:
1. Correlations between the Campbell Leadership Index™ “spirituality” items and the
16 Executive Dimensions competency constructs.
2. t-test analysis showing which of the Campbell Leadership Index™ “spirituality”
items significantly distinguish across high and low scorers on each of the sixteen
Executive Dimension leader effectiveness competencies; and
3. Linear regression analysis showing which of the 6 Campbell Leadership Index™
“spirituality” items most influence each of the 16 Executive Dimension leader
effectiveness competencies
Descriptive Statistics for Survey Respondents
Descriptive statistics of the survey respondents were a part of the data collection
procedure for both the expert and the leadership development practitioners. The six expert
respondents who were faculty at the Center for Creative Leadership who had some
acknowledged experience with spirituality are represented as follows. There was a 50-50 split
between men and women. In terms of years of employment with the Center for Creative
Leadership, two had 6 to10 years of experience, one had 11-15 years of experience, one had 1620 years of experience, and the remaining two had more than 21 years of experience. Five of the
six expert respondents said they were faculty or adjuncts, and one indicated that he was a coach
or manager.
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Table 4.1
Frequency and Percentage Distribution Expert Knowledge of Spirituality
Response options

# of responses (N=6)

% of total responses

Not all knowledgeable

0

0

Slightly knowledgeable

0

0

Somewhat knowledgeable

1

17

Quite knowledgeable

4

67

Extremely knowledgeable

1

18

On the whole, the respondents selected as “experts” felt they were at a minimum
somewhat knowledgeable about spirituality. Five of the six experts indicated they were either
quite or extremely knowledgeable about spirituality.
Surveys were also sent to 40 leadership development practitioners who were also
associated with the Center for Creative Leadership, but who did not necessarily consider
themselves “experts” on spirituality. Twenty-one of the 40 potential participants, or 52%,
responded to the survey. When asked on the survey how knowledgeable they were of the
concept of spirituality, like the experts, the findings show 75% of the respondents felt they were
quite or extremely knowledgeable of spirituality. That percentage increased to 95% when the
somewhat knowledgeable response option was added into the total. In short, the leadership
development practitioners were as likely as the initially identified “experts” to see themselves as
knowledgeable about spirituality. Table 4.2 reflects these data.
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Table 4.2
Frequency and Percentage Distribution Leadership Development Practitioner Respondents
Knowledge of Spirituality
Response options

Responses (N=21)

% of total responses

Not at all knowledgeable

0

0

Slightly knowledgeable

1

5

Somewhat knowledgeable

4

19

Quite knowledgeable

13

65

Extremely knowledgeable

2

10

The experience of the leadership development survey respondents was quite high when
combined with their reported level of knowledge regarding spirituality and their respective roles
in the organization. Tables 4.3 and 4.4 present these data. Half of the leadership development
respondents had more than 11 years of experience in the leadership development field. Their
experience included the knowledge and understanding of spirituality, and they reported it had
been incorporated into their work.
Table 4.3
Frequency and Percentage Distribution Respondent Years of Employment in the Organization
# of responses (N=21)

% of total responses

0-5 years

4

19

6-10 years

6

29

11-15 years

3

14

16-20 years

3

14

More than 21 years

5

24

Years of employment with the
Center for Creative Leadership

The role of the leader development practitioner respondents within the Center for
Creative Leadership was varied and represented a cross section of the organization.
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Table 4.4
Respondent Roles in the Organization
Role in organization

# of responses (N=21)

Faculty or Adjunct

9

% of total responses
(rounded to whole %)
42

Manager

2

10

Administrative

1

5

Executive

2

10

Executive coach

6

29

Other

1

5

Findings
The findings are reported by research question. A summary of findings follows the
analysis by research question.
Research Question 1. Research Question 1 is: How is spirituality defined? What are the
general understandings about spirituality in terms of actions/behaviors/characteristics from the
literature and survey respondents? Chapter II presented information from the literature of
examples of how spirituality is defined. The “expert” and leadership development respondents
offered their own definitions. The data presented here represent three perspectives on spirituality
definitions. They are the perspectives from the literature, the leader development practitioners’
views as reported in the survey, and finally a synthesis by the researcher.
Fourteen definitions were taken from the literature to represent the professional and
academic thinking on the subject. The breadth of these definitions present a statement about the
difficulty of having a commonly agreed upon definition of spirituality. Table 4.5 provides the
source and the definitions from the literature. Table 4.5 also provides the researcher’s pre-study
suggested Campbell Leadership Development items that are descriptive of spirituality.
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Table 4.5
Literature Definitions of Spirituality
Source
Wheatley
(1992)

Spirituality Definition
Spirituality is understanding that we cannot talk about vocation or calling
without acknowledging that there is something going on beyond our narrow
sense of self. It helps remind us that there is more than just me that we’re a
part of a larger purpose-filled place

Conger
(1994)

Spirit is defined as that which is traditionally believed to be the vital principle
or animating force within living beings; that which constitutes one’s unseen
intangible being; the real sense or significance of something
Workplace spirituality is a framework of organizational values evidenced in
the culture that promotes employee’ experience of transcendence through the
work process, facilitating their sense of being connected to others in a way
that promotes feelings of completeness and Joy
Spirit is each person’s vital, energizing force or principle, the core of self. It is
inseparable from self. It is the fertile, invisible realm that is the wellspring for
our species’ creativity and morality. Our spirit is a part of all we do. Spirit lies
at the heart of all things.
In the case of effective leadership we find that spirituality expresses itself not
so much in words or preaching, but in the embodiment of spiritual values such
as integrity, and in the demonstration of spiritual behavior such as expressing
caring and concern. Ten spiritual values and practices were also coded:
(a) work as a spiritual calling, (b) integrity, (c) honesty, (d) humility, (e)
respect for others, (f) fair treatment, (g) caring and concern, (h) listening, (i)
appreciating others, and (j) reflective practice.

Dent,
Higgins, &
Wharff
(2005)
Fairholm
(1997)

Reave (2005)

Fry (2003)
Giacalone &
Jurkiewicz
(2003)

Spiritual leadership is comprising the values, attitudes, and behaviors that are
necessary to intrinsically motivate one’s self so that they have a sense of
spiritual survival and membership
Spirituality is found in pursuit of a vision of service to others; through
humility as having the capacity to regard oneself as an individual equal in
value to other individuals; through charity or altruistic love; and through
veracity beyond basic truth-telling to engage the capacity to see things exactly
as they are, freed from subjective distortion

Moxely
(2000)

Spirit is the unseen force that breathes life into us, enlivens us, and gives
energy to us. Spirit is the other of the life force that weaves through and
permeates all of our experiences.

Mitroff &
Denton
(1999a)

Spirituality is the deep feeling of the interconnectedness of everything. To be
spiritual is to examine the connectedness between products and services and
the impact they have on the broader environment.
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Vaill (1998)

Wilber
(2007)
Spiritual
Euphemisms

Smith &
Rayment
(2007)

Spirituality is a decision to search somewhere else than in scientific findings
and derived practices, secular support systems, or positive additions like
aerobic exercise, or in any other doctrines and technologies of human origin
that purport to offer answers . Spirituality seeks fundamentally to get beyond
materialist conceptions of meaning.
Integral spirituality ensures you are utilizing the full range of resources for
any situation, with the greater likelihood of success
Consider the variety of synonyms or euphemisms that exists for spirituality:
flow (Csikszentmihalyi, 1990); presence (Senge, 2004); soul (Benefiel,
2005b); energy, power, yin-yang, portal, force, enlightenment, source,
wholeness (Palmer, 1990, 2004); simple truths: on values, civility, and our
common good; and consciousness (Wilber, 2006).
Defined spirituality as a state or experience that could provide individuals
with direction or meaning, or provide feelings of understanding, support, inner
wholeness or connectedness. Connectedness could be to themselves, to other
people, to nature, to the universe, to a god, or to some other supernatural
power (Smith & Rayment, 2007).

Wigglesworth Spiritual Intelligence Tool, Expressions of Spirituality Inventory and Psycho
(2004)
Matrix Spirituality Inventory or Humanistic-phenomenological spirituality.

From the literature, a composite definition of spirituality could be; it is a decision to
search somewhere other than in scientific findings and derived practices, to provide individuals
with direction or meaning, or provide feelings of understanding, support, inner wholeness, and
connectedness to others. The dilemma is that more could be added, and at the same time much
could be subtracted.
Expert respondents to the survey had their own definitions of spirituality. Table 4.6
presents each of the six expert survey respondents’ definition of spirituality. They are as broad
and different as the definitions from the literature, reflecting their respective life experience with
the subject and their work in the leader development field and executive coaching. The experts
demonstrated the consistency found in literature regarding the inability to agree on a common
definition of spirituality. The experts were consistent in saying that spirituality is a needed aspect
of our life individually and collectively.
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Table 4.6
Expert Definitions of Spirituality
Expert
#
1
2
3

4

5
6

Experts Definition of Spirituality
Understanding who you are and your purpose…where you came from…why you are
here…and where you are going after this is over
St. Ignatius: The tension between who you say you are, and who God says you are.
The Dali Lama: Serving other people, and transforming yourself so that you are more
naturally inclined to do so
Spirituality is that purpose and meaning of life that connects us to the transcendent
world beyond the material. Spirituality is what connects us to the inner strength,
fortitude, and power to engage the adversities of life with peace and triumph rather than
defeat and devastation. For many it also means connection and relationship with the
divine.
Intentional and purposeful connection to and engagement with that which is greater
than ourselves. This intention and purpose is driven by any number of needs and
desires that we have and usually has an associated belief that a spiritual practice brings
value and goodness to the world as we understand it.
Having the opportunity to grow myself and contribute to society (both work and
outside of work) in meaningful ways
The sense of connection that an individual has to something greater than his or herself.
Often times manifested in times of trouble (e.g. the anchor or mooring point during a
crisis.
Leadership development practitioners also had ideas about the definition of spirituality.

Table 4.7 presents some of the leadership development practitioners’ descriptions of spirituality
based upon their respective responses to the following question: based upon your knowledge and
experience how would you define spirituality?
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Table 4.7
Leader Development Practitioners’ Definitions of Spirituality
Leadership
Development
Practitioner #
1
2

Description of Spirituality
A connection between self and a universal energy that is the essence of our
existence and life.
A strong commitment to understanding and appreciating the spiritual
dimensions behind all human experience.

3

Believing in something bigger than yourself that leads to personal well-being
and personal development

4

5

A non-organized religion based upon concern for understanding the meaning
of life beyond my own ego based needs and experiences. The belief in a
larger than small self-meaning of life. A search for overarching principles to
guide your life beyond ego satisfaction. An attempt to reach into the
transpersonal as described by Ken Wilber.
An inner peace knowing that there are gentle hands helping guide decisions

7

Eclectic.

8

A belief in a higher power and/or higher purpose that is not necessarily easy
to describe. Faith.
Belief and faith in something larger than our physical selves – the essence
that connects all living things.

10
15

For me spirituality is about two things: intuitive connection to a higher
power/god/force and the disciplined practice of maintaining the connection.

16

Willingness to recognize and seek a spiritual presence in our lives. Centrality
that connects us to everything else. An ability to develop a spiritual view in
our thoughts and actions. Ease with our true spiritual nature, helping to
balance our mental, spiritual, emotional, social, and physical natures.
Development of a holistic view that aligns and creates the connection
between ourselves, others, and the universe. The guidance of our values,
motivations and beliefs
Like their expert counter parts and responses from the literature, the leader development

practitioners also offer a variety of definitions and descriptions of spirituality. One of the
consistent thoughts was an underlying connection of all things and that understanding can help
us in being better in our life together.
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In Chapter I, I iterated that this research was not about religion. That understanding
caused me to exclude words or phrases that are of a religious nature such as Holy Spirit, God,
and faith traditions. Synthesizing what the literature, “experts,” and leadership development
practitioners offer as a definition of spirituality could lead to the following definition of
spirituality. Spirituality is accessing a universal understanding that life can be greatly enhanced
in all relationships by developing our inner wholeness and other connectedness. This revised
definition of spirituality is derived from key words from survey respondents analyzed through
Survey Monkey’s text analysis. Both survey respondents and authors from the literature
consistently used words and phrases like universal, life, inward journey, other, relationship,
connectedness, and understanding.
Research Question 2. Research Question 2 is: Which Campbell, 1998 items are most
descriptive of spirituality? The findings presented here show the items that the expert and
leadership development practitioner respondents selected as the most descriptive of spirituality.
The response options were: not at all descriptive; slightly descriptive; moderately descriptive,
quite descriptive; greatly descriptive; and completely descriptive.
Table 4.8 highlights the 1998 Campbell Leadership Index ™ items the experts found
most descriptive of spirituality. These are shown in three categories on the table: strongest
connection, that is, all experts rated the item as at least quite descriptive; moderate connection,
that is, all experts rated the item as at least moderately descriptive; and some connection, that is,
at least 50% of experts rated the item as at least moderately descriptive. Table 4.8 also shows the
researcher’s pre-study thoughts about which items were the most descriptive of spirituality.
The 1998 Campbell Leadership Index ™ items/descriptors included on the leader
development practitioner survey were derived from the highest rated items by the expert survey
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respondent results. The 49 items selected for the survey each had at least 50% of the experts
rating them as at least moderately descriptive of spirituality. This approach served to increase
the options that leader development practitioners had so they were not restricted to a more
limited number based on a few expert opinions. The descriptors for the Campbell Leadership
Index™ items included in the survey are highlighted in Table 4.8.
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Table 4.8
Expert Selection of Campbell Leadership Index™ Items Most Descriptive of Spirituality
Campbell Leadership
Index™ Descriptor

1. Active
2. Adaptable
3. Adventuresome
4. Affectionate
5. Aloof
6. Ambitious
7. Athletic
8. Calm
9. Candid
10. Careless
11. Cheerful
12. Colorful
13. Competitive
14. Confident
15. Conservative
16. Considerate
17. Convincing
18. Cooperative
19. Creative
20. Credible
21. Cynical
22. Daring
23. Deceptive
24. Dependable
25. Depressed
26. Dramatic
27. Driven
28. Dynamic
29. Easygoing
30. Eccentric
31. Effective
32. Emotional
33. Empowering

Strongest
Connection

Moderate
Connection

Some
Connection

All Experts
Rated Quite
Descriptive or
Higher

All Experts
Rated at least
Moderately
Descriptive
and 50% rated
Quite
Descriptive

At least 50%
Rated as
Moderately
Descriptive

X
X
X

Researcher’s
Pre-Survey
Assessment
as Most
Descriptive

X
X
X

X
X

X
X
X

X
X

X

X
X

X
X
X

X

X

X
X

X
X

X
X

X
X
X

X
X
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Campbell Leadership
Index™ Descriptor

34. Encouraging
35. Enterprising
36. Entertaining
37. Enthusiastic
38. Ethical
39. Experienced
40. Extravagant
41. Extroverted
42. Farsighted
43. Flamboyant
44. Flexible
45. Fluent
46. Forceful
47. Forward-looking
48. Friendly
49. Frugal
50. Hardy
51. Headstrong
52. Healthy
53. Helpful
54. Humorous
55. Imaginative
56. Impressive
57. Inactive
58. Insensitive
59. Insightful
60. Introverted
61. Inventive
62. Irresponsible
63. A leader
64. Likeable
65. Methodical
66. Moody
67. Naïve
68. Optimistic
69. Orderly

Strongest
Connection

Moderate
Connection

Some
Connection

All Experts
Rated Quite
Descriptive or
Higher

All Experts
Rated at least
Moderately
Descriptive
and 50% rated
Quite
Descriptive

At least 50%
Rated as
Moderately
Descriptive

X

Researcher’s
Pre-Survey
Assessment
as Most
Descriptive

X
X
X

X

X
X
X

X
X
X

X
X
X
X
X

X
X
X

X
X
X
X

X
X
X

X

X
X
X

X

X

X

X
X

X
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Campbell Leadership
Index™ Descriptor

70. Organized
71. Original
72. Persuasive
73. Private
74. Procrastinating
75. Productive
76. Prudent
77. Resentful
78. Resilient
79. Resourceful
80. Risk-taking
81. Sarcastic
82. Savvy
83. Scheming
84. Sedentary
85. Self-centered
86. Sensitive
87. Serene
88. Sheltered
89. Solitary
90. Stubborn
91. Supportive
92. Suspicious
93. Temperamental
94. Thrifty
95. Trusting
96. Trustworthy
97. Wasteful
98. Well-adjusted
99. Well-connected
100. Witty

Strongest
Connection

Moderate
Connection

Some
Connection

All Experts
Rated Quite
Descriptive or
Higher

All Experts
Rated at least
Moderately
Descriptive
and 50% rated
Quite
Descriptive

At least 50%
Rated as
Moderately
Descriptive

X
X

Researcher’s
Pre-Survey
Assessment
as Most
Descriptive

X
X

X
X
X

X
X
X
X

X
X

X
X

X

X
X
X
X

X
X
X
X

X
X
X

It is noted here that of these 49 survey items, the expert respondents and the researcher
agreed on 36 of the items. The difference between the findings from the six expert respondents
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and the researcher’s pre-study selections as revealed in the follow-up discussion with the expert
respondents was based upon the researcher’s selection of more business related items as
descriptive of spirituality, such as ambitious and competitive, whereas expert survey respondents
generally did not select business items.
The leadership development practitioner survey results showed that at least 60% or more
of the respondents agreed that 17 out of 49 1998 Campbell Leadership Index ™ items presented
in the survey were at least quite descriptive of spirituality. At least 75% of the leadership
development respondents agreed that 9 of these 17 items were at least quite descriptive of
spirituality. When the agreement cut-off was increased to 80% or greater, six items were left
representing spirituality. Depending on how broad or restrictive one chooses to be, the survey
results clearly identified a number of the 1998 Campbell Leadership Index ™ items as related to
spirituality ranging from 6 to 17 of the total 100 items. For this study, the six items where 80 %
or more of the respondents agreed were labeled as the “spirituality” items.
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Table 4.9
Leadership Development Respondents Rating of Campbell Leadership Index™ ™ Items as at
least Quite Descriptive of Spirituality
Campbell Leadership
Index™ Descriptors
(N=21)
2. Adaptable
3. Adventuresome
4. Affectionate
8. Calm
9. Candid
11. Cheerful
14. Confident
16. Considerate
18. Cooperative
19. Creative
20. Credible
22. Daring
24. Dependable
28. Dynamic
29. Easygoing
31. Effective
32. Emotional
33. Empowering
34. Encouraging
35. Enterprising
37. Enthusiastic
38. Ethical
39. Experienced
42. Farsighted
44. Flexible
45. Fluent
47. Forward-looking
48. Friendly
50. Hardy
52. Healthy
53. Helpful
55. Imaginative
59. Insightful
61. Inventive
64. Likeable
68. Optimistic
71. Original

Over 60%— item
quite descriptive of
spirituality

Over 75% — item
quite descriptive of
spirituality

Over 80% — item
quite descriptive of
spirituality

X
X

X

X

X
X
X

X

X

X

X

X

X

X

X

X
X
X

X
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Campbell Leadership
Index™ Descriptors
(N=21)
72. Persuasive
76. Prudent
78. Resilient
79. Resourceful
80. Risk-taking
86. Sensitive
87. Serene
91. Supportive
95. Trusting
96. Trustworthy
98. Well-adjusted
99. Well-connected

Over 60%— item
quite descriptive of
spirituality

Over 75% — item
quite descriptive of
spirituality

Over 80% — item
quite descriptive of
spirituality

X
X
X
X
X
X

X
X
X
X

X
X

The survey results produced six Campbell Leadership Index™ items that were quite
descriptive as rated by 80% of the respondents—considerate, encouraging, enthusiastic, helpful,
trusting, and trustworthy. The full meaning of the spirituality items was as follows:
•

Considerate—thoughtful of the needs of others

•

Encouraging—motivates through encouragement and emotional support

•

Enthusiastic—has an eager spontaneous approach

•

Helpful—ready and willing to give a hand to others

•

Trusting—believes in the goodness of others

•

Trustworthy—inspires trust and confidence.

These six are embedded in the following orientations: leadership (encouraging and
enthusiastic); affability (considerate, helpful, and sensitive); and resilience (trusting and
trustworthy). No items descriptive of spirituality were reported from the energy and
dependability orientations.

The study definition of spirituality includes the ideas of inner

wholeness and connecting with others. Meaning the two most important aspects of spirituality
are becoming aware of all the nuances of self and having the ability to make connections with
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others. A review of the full description of these six items makes the other connectedness
apparent–connecting with other by being better at thinking of the needs of others, helping
others, encouraging and being enthusiastic, developing trust with others and having helping to
build others trust in oneself.
Research Question 3. What is the relationship between the Campbell Leadership Index™
“spirituality” items and the Executive Dimensions Leadership Effectiveness Scores? To address
this question, I completed descriptive, correlational, and comparative analysis.
Correlations. Using SPSS for statistical processing, I analyzed the relationship between
all 16 Executive Dimension competencies and the 1998 Campbell Leadership Index ™
spirituality items. Two adjustments were made to the data set. One was to exclude boss data
that had more than one boss reporting, and the second was to exclude a few cases that had null
values in the raw data file.
Table 4.10 highlights the Executive Dimensions competencies for the 23 occurrences
with at least moderate correlations to one of the spirituality items; that is, that fall in the r=>.40
to range. The Executive Dimensions’ competencies, forging synergy and interpersonal savvy
had the most (5) moderately strong correlations with the spirituality items; learning from
experience followed with four and forging synergy with three moderately strong correlations.
The data show that the Leading Others and Leading by Personal Example competencies
generally have the higher correlations with the spirituality items.
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Table 4.10
Pearson Correlation of Campbell Leadership Index™ Spirituality Items with Executive
Dimensions Scales.*
Executive
16
Dimension
Considerate
Scales Boss
Scores
(N=864)
Leading the Business
1.Sound
Judgment
2. Strategic
Planning
3. Leading
Change
4. Results
Orientation
5. Global
Awareness
6. Business
Perspective
Leading Others
7. Inspiring
Commitment
8. Forging
Synergy
9. Developing
& Empowering
10. Leveraging
Differences

Campbell Leadership Index™ Spirituality Items
34
Encouraging

37
Enthusiastic

53
Helpful

95
Trusting

97
Trustworthy

.256**

.341**

.322**

.315**

.304

.402**

.210**

.348**

.327**

.271**

.280**

.369**

.164**

.326**

.386**

.245**

.246**

.298**

.194**

.351**

.322**

.288**

.240**

.394**

.091**

.142**

.217**

.054**

.154**

.136**

.174**

.212**

.268**

.170**

.189**

.303**

.393**

.484**

.356**

.374**

.374**

.400**

.509**

522**

.308**

.487**

.468**

.480**

.329**

.459**

.252**

.333**

.319**

.365**

.411**

.414**

.267**

.394**

.361**

.367**

.351**

.372**

.307**

.315**

.407**

.536**

.364**

.454**

.453**

.464**

.292**

.313**

.274**

.217**

.343**

11.
Communicating .263**
effectively
12.
Interpersonal
.482**
Savvy
Leading by Personal Example
13. Courage

.194**
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Executive
Dimension
Scales Boss
Scores
(N=864)
14. Executive
Image
15. Learning
from
Experience

Campbell Leadership Index™ Spirituality Items
16
Considerate

34
Encouraging

37
Enthusiastic

53
Helpful

95
Trusting

97
Trustworthy

.311**

.387**

.357**

.385**

.348**

.432**

.411**

.415**

.311**

.448**

.396**

.445**

16. Credibility

.327**
.311**
.206**
.348**
.330**
.487**
** p<=.01(2-tailed)
*Executive Dimension and the Campbell Leadership Index™ items are scored in the opposite
direction. This was adjusted for in reporting the correlations.
From the perspective of the six 1998 Campbell Leadership Index ™ “spirituality” items,
all six were statistically significantly correlated at the p<=.01 level with each of the 16 Executive
Dimensions competencies. The data showed that the 1998 Campbell Leadership Index ™
considerate item was most highly correlated with the Executive Dimensions’ forging synergy
(.509) competency, leveraging differences (.411), and learning from experience (.411).
Encouraging had a strong correlation to the Executive Dimensions’ interpersonal savvy (.536),
forging synergy (.522), developing and empowering (.459), learning from experience (.415), and
leveraging differences (.414). Enthusiastic did not have any particularly strong correlations with
the Executive Dimensions competencies. Helpful was most highly correlated with forging
synergy (.487), interpersonal savvy (.454), and learning from experience (.448). Trusting was
most highly correlated with forging synergy (.468) and interpersonal savvy (.453). Trustworthy
was most highly correlated with credibility (.487), forging synergy (.480) interpersonal savvy
(.464), learning from experience (.445), executive image (.432), communicating effectively
(.407), sound judgment (.402), and inspiring commitment (.400). Of the six spirituality items,
only trustworthy had a correlation with r=>.40 with a Leading Business competency.
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Reliability. As discussed in Chapter II, the 1998 Campbell Leadership Index ™ items
have been shown to be a valid and reliable measure of the leadership, energy, affability,
dependability, and resilience orientations. Each of these orientations has subscales that have a
few
descriptors/items that are rated by various rater groups, such as boss, peers, direct reports, and a
self-rating. The leadership orientation subscales are ambitious, daring, dynamic, enterprising,
experienced, farsighted, original and persuasive; energy has no subscales; the affability
orientation subscales are affectionate, considerate, empowering, entertaining, and friendly; the
dependability orientation subscales are credibility, organized, productive, and thrifty; and the
resilience orientation subscales are calm, flexible, optimistic, and trusting. There is no
suggestion in this research that the 1998 Campbell Leadership Index ™ “spirituality” items
represent a fully developed “spirituality” scale. They may form the basis of one in the future, but
this research does not assert that in and of themselves these six items are sufficiently
comprehensive to fully define the construct. That scale development and validation process is
left to future research.
Still, there is evidence that the six “spirituality” items are a reliable measure of an aspect
of spirituality as defined by these 1998 Campbell Leadership Index ™ items. Reliability says
that these six items will have a similar relationship for different samples. Reliability for these six
items, as measured by Cronbach alpha, for this group of Leadership at the Peak participants, was
a high .906. A review of Cronbach alpha results, if an item was deleted, showed that without
Item 37, enthusiastic, reliability would be still higher, or .935. For this research, given the
already high reliability, all six items were retained for further analysis.
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Table 4.11
Cronbach’s Alpha for Campbell Leadership Index™ Spirituality Items
Campbell
Leadership
Index™ Items
16- Considerate

Scale Mean if
Item Deleted

Scale Variance
if Item Deleted
4.765

Corrected
Item-Total
Correlation
.805

Cronbach’s
Alpha if Item
Deleted
.883

10.6497

34- Encouraging

10.6903

4.800

.887

.866

37- Enthusiastic

10.8119

6.016

.435

.935

53- Helpful

11.1406

5.704

.845

.882

95- Trusting

10.8006

5.496

.828

.880

96- Trustworthy

11.2509

5.603

.783

.886

T-Tests. T-tests were run to determine if the six “spirituality” items distinguished
between high and low scorers on each of the 16 Executive Dimension competencies.
The codes for the Executive Dimensions competencies were 1=exceptional, 2=highly
effective, 3=effective, 4=marginally effective, and 5=deficient. Thus, those highly rated had low
scores, and those with lower ratings had higher scores. To identify the high and low scoring
groups, I used the median as a dividing point and looked at the two inside quartiles, with the 25th
to the 50th quartile of scores in the high group, and the 50th to 75th quartile scorers in the low
group. The median and the inside quartiles were used to define the groups to avoid the effect of
the extreme scores in the two outside quartiles. The boss gave both the Executive Dimensions
and the spirituality item ratings and both measurements relate to the same broad topic of
leadership. Thus, bosses who gave extreme scores on one instrument could be expected to give
extreme scores on the other instrument. In the middle was where there was fertile ground for
meaningful sorting for the high and low analysis.
The high and low group analysis demonstrated that scores on the spirituality items tended
to yield statistically different high and low group scores at the p=.000 level for most Executive
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Dimension competencies. There were some exceptions. That is, there were some competencies
for which the spirituality items did not show significant differences between the high and low
groups. These were primarily in the Leading the Business concentration. Five of the spirituality
items (considerate, encouraging, enthusiastic, trusting, and trustworthy) did not show statistically
significant differences between the high and low scoring groups on the business perspective
competency, Four of the spirituality items (considerate, helpful, trusting, and trustworthy) did
not discriminate between the high and low scoring groups on the leading change competency.
Three of the items (considerate, encouraging, and trusting) did not show statistically significant
differences between the high and low scoring groups for the results orientation competency.
Helpful was not statistically significantly different for the Executive Dimensions strategic
planning and enthusiastic did not discriminate between high and low groups for the global
awareness competency. Table 4.12 presents these findings.
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Table 4.12
T-test for Significant Difference between Executive Dimensions Competency High and Low
Scoring Groups for Spirituality Items
Executive
Dimension

Campbell Leadership
Index™ Spirituality
Item

Group Mean

t (df) = statistic

P (Sig)

t(1,479) = 2.840

.005

t(1,479) = 3.567

.000

t(1,479) = 1.985

.048

t(1,479) = 1.796

.073

t(14791) = 2.565

.011

t(1,479) = 4.376

.000

t(1,506) = 2.210

.028

t(1,506) = 2.629

.009

t(1,506) = 2.430

.015

t(1,506) = 1.847

.065

t(1,506) = 2.192

.029

t(1,506) = 2.181

.030

t(1,492) = .126

.900

t(1,492) = .348

.001

t(1,492) = 2.243

.025

t(1,492) = .572

.568

t(1,492) = .163

.871

t(1,492) = .249

.803

Leading the Business
16- Considerate
34- Encouraging
Sound
Judgment

37- Enthusiastic
53- Helpful
95- Trusting
96- Trustworthy
16- Considerate
34- Encouraging

Strategic
Planning

37- Enthusiastic
53- Helpful
95- Trusting
96- Trustworthy
16- Considerate
34- Encouraging

Leading change

37- Enthusiastic
53- Helpful
95- Trusting
96- Trustworthy

Low: M=2.36
High: M=2.10
Low: M=2.32
High: M=2.03
Low: M=2.32
High: M=2.05
Low: M=1.72
High: M=1.61
Low: M=2.18
High: M=2.00
Low: M=1.69
High: M=1.40
Low: M=2.36
High: M=2.17
Low: M=2.29
High: M=2.09
Low: M=2.33
High: M=2.12
Low: M=1.73
High: M=1.62
Low: M=2.20
High: M=2.05
Low: M=1.67
High: M=1.52
Low: M=2.27
High: M=2.26
Low: M=2.27
High: M=2.00
Low: M=2.26
High: M=2.07
Low: M=1.69
High: M=1.64
Low: M=2.13
high: M=2.11
Low: M=1.61
High: M=1.59
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Executive
Dimension

Campbell Leadership
Index™ Spirituality
Item
16- Considerate
34- Encouraging

Results
Orientation

37-Enthusiastic
53- Helpful
95- Trusting
96- Trustworthy
16- Considerate
34- Encouraging

Global
Awareness

37- Enthusiastic
53- Helpful
95- Trusting
96- Trustworthy
16- Considerate
34- Encouraging

Business
Perspective

37- Enthusiastic
53- Helpful
95- Trusting
96- Trustworthy

Group Mean
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:

M=2.31
M=2.22
M=2.30
M=2.16
M=2.23
M=2.10
M=1.71
M=1.55
M=2.18
M=2.04
M=1.68
M=1.43
M=2.34
M=2.20
M=2.31
M=2.17
M=2.27
M=2.17
M=1.80
M=1.65
M=2.20
M=2.07
M=1.71
M=1.51
M=2.47
M=2.68
M=2.20
M=2.13
M=2.24
M=1.98
M=1.67
M=1.65
M=2.12
M=2.14
M=1.64
M=1.52

Low:
High:
Low:
High:

M=2.68
M=2.04
M=2.30
M=1.91

t (df) = statistic

P (Sig)

t(1,512 )= 1.112

.267

t(1,512) = .873

.383

t(1,512) = .1.648

.100

t(1,512) = 2.703

.007

t(1,512) = 1.284

.200

t(1,512) = 3.698

.000

t(1,509)= 1.659

.098

t(1,509)= 1.799

.073

t(1,509)= 1.244

.214

t(1,509)= 2.596

.010

t(1,509)= 1.937

.053

t(1,509)= 3.048

.002

t(1,537)= .222

.824

t(1,537)= .222

.360

t(1,537)= 3.044

.002

t(1,537)= .504

.615

t(1,537)= .322

.747

t(1,537)= 1.571

.117

t(1,493)= 2.218

.027

t(1,493)= 4.400

.000

Leading Others
Inspiring
Commitment

16- Considerate
34- Encouraging
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Executive
Dimension

Campbell Leadership
Index™ Spirituality
Item
37- Enthusiastic
53- Helpful
95- Trusting
96- Trustworthy
16- Considerate
34- Encouraging

Forging
Synergy

37- Enthusiastic
53- Helpful
95- Trusting
96- Trustworthy
16- Considerate
34- Encouraging

Developing &
Empowering

37- Enthusiastic
53- Helpful
95- Trusting
96- Trustworthy
16- Considerate

Leveraging
Differences

34- Encouraging
37- Enthusiastic
53- Helpful
95- Trusting

Group Mean
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:

M=2.33
M=1.95
M=1.71
M=1.45
M=2.17
M=1.97
M=1.65
M=1.49
M=2.37
M=1.86
M=2.32
M=1.90
M=2.30
M=1.98
M=1.72
M=1.45
M=2.19
M=1.91
M=1.71
M=1.30
M=2.31
M=2.06
M=2.33
M=1.95
M=2.33
M=2.08
M=1.78
M=1.57
M=2.20
M=2.00
M=1.70
M=1.44
M=2.30
M=2.00
M=2.30
M=1.92
M=2.32
M=2.05
M=1.71
M=1.49
M=2.14
M=2.03

t (df) = statistic

P (Sig)

t(1,493)= 3.740

.000

t(1,493)= 3.824

.000

t(1,493)= 2.413

.016

t(1,493)= 2.055

.040

t(1,500)= 7.222

.000

t(1,500)= 6.717

.000

t(1,500)= 3.899

.000

t(1,500)= 5.096

.000

t(1,500)= 4.795

.000

t(1,506)= 6.039

.000

t(1,450)= 3.031

.003

t(1,450)= 5.874

.000

t(1,450)= 2.820

.005

t(1,450)= 3.503

.001

t(1,450)= 3.095

.002

t(1,450)= 4.314

.000

t(1,472)= 3.543

.000

t(1,472)= 5.296

.000

t(1,472)= 2.747

.006

t(1,472)= 3.770

.000

t(1,472)= 1.671

.095
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Executive
Dimension

Campbell Leadership
Index™ Spirituality
Item
96- Trustworthy
16- Considerate
34- Encouraging

Communicating 37- Enthusiastic
Effectively
53- Helpful
95- Trusting
96- Trustworthy
16- Considerate
Interpersonal
Savvy

34- Encouraging
37- Enthusiastic
53- Helpful
95- Trusting

96- Trustworthy
Leading by Personal Example
Courage

16- Considerate
34- Encouraging
37- Enthusiastic
53- Helpful
95- Trusting
96- Trustworthy

Executive

16- Considerate

Group Mean
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:

M=1.67
M=1.44
M=2.30
M=2.20
M=2.30
M=2.09
M=2.37
M=1.98
M=1.75
M=1.59
M=2.17
M=2.04
M=1.68
M=1.49
M=2.31
M=1.95
M=2.28
M=1.90
M=2.35
M=1.96
M=1.70
M=1.49
M=2.14
M=1.98
M=1.70
M=1.41

Low: M=2.43
High: M=2.14
Low: M=2.40
High: M=2.06
Low: M=2.37
High: M=2.11
Low: M=1.80
High: M=1.61
Low: M=2.23
High: M=2.08
Low: M=1.73
High: M=1.49
Low: M=2.39
High: M=2.13

t (df) = statistic

P (Sig)

t(1,472)= 3.119

.002

t(1,499) = 1.424

.155

t(1,499) = 2.597

.010

t(1,499) = 4.1313

.000

t(1,499) = 2.514

.012

t(1,499) = 1.699

.090

t(1,499) = 2.665

.008

t(1,493)= 4.814

.000

t(1,493)= 5.787

.000

t(1,493)= 4.501

.000

t(1,493)= .629

.529

t(1,493)= 2.460

.014

t(1,493)= 4.441

.000

t(1,538)=3.358

.000

t(1,538)= 4.443

.000

t(1,538)=3.126

.002

t(1,538)=2.827

.005

t(1,538)=2.295

.022

t(1,538)=3.948

.000

t(1,479)= 2.761

.006
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Executive
Dimension
Image

Campbell Leadership
Index™ Spirituality
Item
34- Encouraging
37- Enthusiastic
53- Helpful
95- Trusting
96- Trustworthy
16- Considerate
34- Encouraging
37- Enthusiastic

Learning from
Experience

53- Helpful
95- Trusting
96- Trustworthy
16- Considerate

Credibility

34- Encouraging
37- Enthusiastic
53- Helpful
95- Trusting
96- Trustworthy

Group Mean
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:
Low:
High:

M=2.31
M=2.06
M=2.31
M=2.10
M=1.75
M=1.49
M=2.19
M=2.00
M=1.66
M=1.45
M=2.36
M=2.06
M=2.35
M=2.00
M=2.32
M=2.02
M=1.75
M=1.47
M=2.18
M=2.01
M=1.68
M=1.45
M=2.37
M=2.06
M=2.41
M=2.06
M=2.40
M=2.15
M=1.77
M=1.51
M=2.26
M=1.94
M=1.78
M=1.37

t (df) = statistic

P (Sig)

t(1,479)= 3.137

.002

t(1,479)= 2.368

.018

t(1,479)= 4.420

.000

t(1,479)= 2.689

.007

t(1,479)= 3.260

.001

t(1,525)= 3.550

.000

t(1,525)= 4.684

.000

t(1,525)= 3.403

.001

t(1,525)= 4.775

.000

t(1,525)= 2.445

.015

t(1,525)= 3.614

.000

t(1,510 = 3.826

.000

t(1,510) = 4.741

.000

t(1,510) = 2.731

.007

t(1,510) = 4.940

.000

t(1,510) = 4.725

.000

t(1,510) = 6.841

.000

Overall, the t-test analysis showed that the spirituality items discriminated between the
high and low scoring groups on the Executive Dimensions competencies. Regression analysis
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was run to more clearly identify the relationship between the Campbell Leadership Index™
spirituality items and the Executive Dimensions competencies.
Regression analysis. A simple linear regression analysis was the final data analysis. The
regression results indicate the 1998 Campbell Leadership Index ™ spirituality items which have
the most significant relationship with the Executive Dimension competencies. R-square shows
the percent of variance in the dependent variable (competency) explained by the independent
variables (spirituality items). The strongest relationship occurs in the Leading Others area. This
included forging synergy competency, with 41% of the variance explained by considerate,
encouraging, helpful, trusting, and trustworthy. Interpersonal savvy had 40 % of its variance
explained by all six of the spirituality items. Five of the spirituality items (considerate,
encouraging, enthusiastic, helpful, trusting, and trustworthy) explained 26% of the variance in
the leveraging differences competency. These are simple linear regressions. Thus, they do not
take into account a host of other possible explanatory independent variables.
What these simple linear regressions do highlight is the relative importance each of the
six spirituality items has on leader effectiveness as measured by the Executive Dimensions
competencies. The competencies most influenced by the spirituality items were in the Leading
Others Executive Dimensions orientation. For forging synergy, the helpful (.413) spirituality
item had the highest standardized beta, followed by encouraging (.214), trustworthy (.179),
considerate (.163), and trusting (.127). For interpersonal savvy, the encouraging (.233),
trustworthy (.164), and considerate (.145) spirituality items had the highest standardized betas.
For leveraging differences, the considerate (.178), encouraging (.150), helpful (.138), and
trustworthy (.127) all carried about equal weight. Under the Leading by Example orientation,
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the learning from experience competency was most influenced by the trustworthy (.201)
spirituality item, followed closely by the helpful (.172) item.
Table 4.13
Executive Dimensions Competencies and Campbell Leadership Index™ Spiritual Items
Executive
Dimensions
Orientation and
Competency

RSquare

ANOVA

Standardized Betas for Campbell Leadership Index™ Items in
Regression Model
Considerate

Leading the Business
01 – Sound
.218
F=79.695
Judgment
df (3,860)
p=.000
02.204
F=73.489
Strategic
df (3,860)
Planning
p=.000
03 Leading .197
F=70.290
Change
df (3,860)
p=.000
04 Results
.221
F=61.067
Oriented
df (3,860)
p=.000
05 Global
.054
F=24.584
Awareness
df (3,860)
p=.000
06
.126
F=61.148
Business
df (3,860)
Perspective
p=.000
Leading Others
07 Inspiring
.307
F=75.982
Commitment
df (3,860)
p=.000
08 Forging .410
F=119,19
Synergy
7
df (3,860)
p=.000
09
.246
F=93.303
Developing
df (3,860)
and
p=.000

.092

Helpful

Trusting

Encouraging

Enthusiastic

.133

.175

.289

.157

.183

.242

.133

.281

.151

.196

.165

.297

.186

.089

.193

.101

.253

.163

.214

Trustworthy

.244

.147
.413

.345

.078

.158

.127

.179

.077

.172

Empowering
others

10
Leveraging
Differences

.257

F=59.230
df (3,860)
p=.000

.178

.150

.076

.138

.127
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Executive
Dimensions
Orientation and
Competency

11

RSquare

.243
.401

Interpersonal
Savvy

Standardized Betas for Campbell Leadership Index™ Items in
Regression Model
Considerate

Communication

12

ANOVA

F=92.212
df (3,860)
p=.000
F=95.427
df (3,860)
p=.000

Leading by Personal Example
13 Courage .172
F=59.633
df (3,860)
p=.000
14
.274
F=81.164
Executive
df (3,860)
Image
p=.000
15
.313
F=65.090
Learning
df (3,860)
from
p=.000
Experience
16
.259
F=100.15
Credibility
7
df (3,860)
p=.000

.145

.115

Helpful

Trusting

Encouraging

Enthusiastic

Trustworthy

.120

.232

.233

.112

.089

.095

.198

.240

.123

.177

.138

.255

.089

.098

.172

.079

.201

.113

.090

.390

.282
.108

.164

Summary
The findings demonstrate no commonly agreed upon definition of spirituality, yet a
common theme emerged that can be summarized as follows: Spirituality is accessing a universal
understanding that life can be greatly enhanced in all relationships by developing our inner
wholeness and other connectedness. The survey results indicated that there was some
commonality between the respondents and researcher pre-study assumptions about descriptors of
spirituality. There were also some differences, primarily in the business-related area. Six 1998
Campbell Leadership Index ™ items were identified as being at least quite descriptive of
spirituality by over 80% of the survey respondents. These six items—considerate, encouraging,
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enthusiastic, helpful, trusting and trustworthy—were labeled the “spirituality” items and became
the primary focus of the quantitative analysis.
Each of the analyses completed, correlations, t-tests, and linear regression, showed
significant relationship between the identified spirituality items and the Executive Dimensions
competencies, particularly with competencies in the Leading Others and Leading by Personal
Example orientations.
The Pearson correlation of the 1998 Campbell Leadership Index ™ items with Executive
Dimension competencies produced the highest correlations for forging synergy, leveraging
differences, learning from experience, interpersonal savvy, developing and empowering and
credibility. T-test results showed that spirituality item scores generally distinguished between
the high and low group scorers for each of the Executive Dimensions competencies with the
exception of those in the business perspective, leading change, and results orientation
competencies. Lastly, the linear regression analysis presents the range of influence the six 1998
Campbell Leadership Index ™ spirituality items have on the 16 Executive Dimension leader
effectiveness competencies. Again, these were primarily in the area of forgings synergy,
interpersonal savvy, and learning from experience orientations.
The researcher’s hypothesis at the beginning of this study that spirituality could have a
positive relationship with leadership effectiveness is borne out by the data.
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Chapter V: Discussion and Conclusions
This chapter focuses the discussion and conclusions of the study on spirituality and
leadership effectiveness from the perspective of the research questions established in Chapter I.
Within the context of the first research question, the discussion focuses on the following:
1. Implication/interpretation of how spirituality is defined from the literature.
2. Implication/interpretation of how spirituality is defined by the “expert” and
leadership development respondents to the survey.
3. A researcher proposed definition of spirituality based on the input from the literature
and survey respondents.
Within the context of the second research question, discussion focuses on the following:
1. Summary and interpretation on the experts’ response to the survey identifying
which of the 100 1998 Campbell Leadership Index ™ items they see as most
descriptive of spirituality;
2. Summary and interpretation on the responses of the leadership development
practitioners to the question of which of the 49 1998 Campbell Leadership Index ™
items identified by the “expert” reviewers they also agreed were the most
descriptive of spirituality;
3. An interpretation of the findings of the comparison between experts and the
leadership development practitioners survey respondents with the researcher’s
initial assessment of which 1998 Campbell Leadership Index ™ are descriptive of
spirituality; and
4. A reliability analysis if the “spirituality” 1998 Campbell Leadership Index ™ items
were treated as a spirituality scale;
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Within the context of the third research question, discussion focuses on the following:
1. Correlations between the 1998 Campbell Leadership Index ™ “spirituality” items
and the 16 Executive Dimensions leadership effectiveness competency constructs.
2. t-test analysis showing which of the 1998 Campbell Leadership Index ™
“spirituality” items distinguish across high and low scorers on each of the sixteen
Executive Dimension leadership effectiveness constructs; and
3. Linear regression analysis showing which of the 6 Campbell Leadership Index™
“spirituality” items most influence each of the 16 Executive Dimension leadership
effectiveness constructs.
Defining Spirituality
As introduced in Chapter I and expounded upon in Chapter II, a common definition of
leadership does not exist. This same lack of a common definition of leadership has not slowed
the contribution of researchers’ and practitioners’ ideas, strategies, and theories from improving
leader development practices, understanding, and ultimately leader effectiveness. The literature
from the domain of spirituality also presented a clear lack of a common definition. This clear
lack of a common definition of spirituality was underscored by both survey experts and leader
development practitioners as their respective definitions and descriptions were presented.
Whether one uses Conger’s (1994) “spirit is defined as that which is traditionally believed to be
that vital principle or animating force within living beings; that which constitutes one’s unseen
intangible being; the real sense or significance of something” (p. 64) or Vaill’s (1998) definition,
“Spirituality is a decision to search somewhere else than in scientific findings and derived
practices, secular support systems, or positive additions like aerobic exercises or in any other
doctrine and technologies of human origin that purport to offer answers” (p.179). The list of
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other authors in this domain that offer understanding about spirituality certainly include Torbert
(2004), Uhl-Bein (2006), Wilber (2007), Kouzes and Posner (1995), Collins (2000), CookGreuter (1999), Senge (1994), Fry (2003), and many others.
Spirituality seeks fundamentally to get beyond materialist conceptions of meaning or
considers the definition used to frame this study from Chapter I, the ”awareness, understanding,
access, and intentional integration of the invisible life-force that permeates all of our experience,
including our work experience” or, finally, the composite synthesized definition from the survey
participants, “Spirituality is accessing a universal understanding that life can be greatly
enhanced in all relationships by developing our inner wholeness and other connectedness”; each
has its own uniqueness of expressed meaning but all have the same opportunity for access.
In the preceding chapters, it was explained that this research was not about religion. That
understanding led me to exclude words or phrases that were of a religious nature, such as Holy
Spirit, God, and other words that speak of specific faith traditions. I have held true to the initial
rationale for not integrating religion into this study. The essential connection of spirituality to
leadership was introduced and defined in Chapter I. Self-awareness/self-knowledge provides an
individual a database of strengths and weaknesses of one’s skills, talents, abilities, intelligences,
values, beliefs, mindsets, and awareness. It is the continuing development of self, including in
the spiritual self that helps one better understand one’s whole or more complete self and gain
valuable insights into understanding others.
The evidence from this study shows that while there is not a common definition of
spirituality, there does appear to be a common understanding of spirituality. Spirituality was
shown to be a part of self-awareness from the definitions and descriptions of survey respondents.
These definitions include words and phrases about inner wholeness and connectedness which
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speak to the concepts of self and other awareness that are foundational to one’s development,
especially as a leader. Support for the foundational value and importance is found in the
literature by Goleman (2002), Guillory (2000), Palus and Horth (2002), Kouzes and Posner
(1995), Lombardino and Eichinger (2004), Yukl (2006), Stogdill (1974), Burns (1978), and
McCauley & Van Velsor (2004).
One way of analyzing of the relationship between leadership and spirituality is by
exploring connections between two data sets related to leader characteristics and leadership
effectiveness. For this study the Campbell Leadership Index™ and the Executive Dimensions
multi-rater assessments served as the two data sets.
Executive Dimensions is a valid and reliable, (see Appendix C) multi-rater (360-degree)
assessment created by the Center for Creative Leadership that has a long history of providing
individuals data about their respective effectiveness and potential developmental needs based
upon three factors: Leading the Business, Leading Others, and Leading by Personal Example.
Within these three concentration areas there are 16 competencies measured by 92 items or
statements that cover a variety of skills and behaviors that are needed by effective leaders. The
competencies in the Leading the Business concentration areas are: sound judgment, strategic
planning, leading change, results orientation, global awareness, and business perspective. The
Leading Others concentration area contains the competencies of inspiring commitment, forging
synergy, developing and empowering others, leveraging differences, communicating effectively,
and interpersonal savvy. The Leading by Personal Example concentration area contains the
competencies of courage, executive image, learning from experience, and credibility. The rater
options are 1=exceptional, 2=highly effective, 3=effective, 4=marginally effective, and

129
5=deficient. The important summary here is that these are competencies that relate to a leader’s
overall effectiveness.
The 1998 Campbell Leadership Index ™ provides measures of personal characteristics
directly related to the nature and demands of leadership. Three or more observers, including the
bosses, are asked to rate respondents using the same 100 adjectives and the same six-point scale,
including 1=never, 2=seldom, 3=occasionally,4= sometimes,5=usually, and 6= always. Each
respondent is asked to self-rate on the same adjectives using the same scale.
Validity questions were addressed in the construction of the 1998 Campbell Leadership
Index ™ scoring scales, orientations, and overall indices about whether the developmental
activities and decisions, taken collectively, produced a valid, reliable system of leadership
assessment (see Appendix D).
Campbell Leadership Index™ Items Most Descriptive of Spirituality
In this study after identifying how spirituality was being described and defined in the
literature and by survey respondents, a second data set was introduced for further refining of the
meaning of the spirituality construct. The 100 items of the 1998 Campbell Leadership Index ™
were used as a survey asking six selected “expert” respondents and a pool of other Center for
Creative Leadership faculty and associates to identify the items that they felt were at least quite
descriptive of spirituality. The first group included six researcher and self-described experts on
both spirituality and leadership development, and the second group was comprised of leader
development practitioners—faculty and other staff at the center. Their combined data found a
number of items that they agreed were quite descriptive of spirituality. The results showed that
spirituality items could be identified and further evaluation and analysis was appropriate.
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All respondents agreed that at least some of the 1998 Campbell Leadership Index ™
items were descriptive of spirituality. Over 60% of the leadership development practitioners
identified 17 of the items as quite descriptive of spirituality. These included: candid,
considerate, cooperative, emotional, empowering, encouraging, enthusiastic, helpful, insightful,
likeable, optimistic, resourceful, sensitive, supportive, trusting, and trustworthy. Six items were
identified as at least quite descriptive of spirituality by over 80% of respondents. These six
included: considerate, encouraging, enthusiastic, helpful, trusting and trustworthy. For the
purposes of this study, these six items were then labeled the “spirituality” items. The full
meaning of the spirituality items was as follows:
•

Considerate—thoughtful of the needs of others

•

Encouraging—motivates through encouragement and emotional support

•

Enthusiastic—has an eager spontaneous approach

•

Helpful—ready and willing to give a hand to others

•

Trusting—believes in the goodness of others

•

Trustworthy—inspires trust and confidence.

From both groups of respondents, it was clear that specifically identified items from the
1998 Campbell Leadership Index ™ could be identified as descriptive of spirituality. What was
learned was that these same items have a connection to relationships with others, a key aspect of
how spirituality is defined and applied. The better one can apply these items in the interactions
with others the better the perception of their overall leader effectiveness will be.
Relationship of Spirituality Items to the Executive Dimensions Competencies
The next questions asked about the relationship of the spirituality items to leader
effectiveness as measured by the 16 Executive Dimensions competencies in the three
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concentration areas of: Leading the Business, Leading Others, and Leading by Personal
Example. These questions looked at the correlation between the spirituality items and the
competencies, the ability of the spirituality item scores to distinguish between high and low score
groups on the leader effectiveness competencies, and analysis of which spirituality items most
accounted for the variance in the competency scores. SPSS was used for these analyses.
The correlational analysis (Pearson) of the Executive Dimensions competencies with the
six spirituality items from 1998 Campbell Leadership Index ™ showed 23 data points with
significant moderate to moderately strong correlation. The competencies that have the highest
correlations with the spirituality items were primarily in the Leading Others and Leading by
Personal Example concentration areas, particularly forging synergy, interpersonal savvy, and
learning from experience competencies. The trustworthy spirituality item stood out because it
was moderately correlated with most of the competencies under Leading Others and Leading by
Personal Example.
A reliability analysis of the “spirituality” items showed that if they were considered as a
single scale that they had high reliability. However, there was no intent to define these as a scale
because the spirituality construct would not necessarily be limited to the parameters set by the
1998 Campbell Leadership Index ™ items which were not specifically written to cover the
spirituality construct.
The t-tests revealed that the six spirituality items discriminated between high and low
scoring groups for almost all of the competencies in the Leading Others and Leading by Personal
Example concentration areas. The Executive Dimensions concentration area, where the
spirituality items did not generally discriminate between the high and low scoring groups, was
Leading the Business. This included the competencies of: executive image, communicating
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effectively, developing and empowering, business perspective, global awareness, results
orientation, and leading change. These findings further highlighted that the link between
spirituality and leader effectiveness was not necessarily found in the “hard” business areas, such
as results orientation, but rather in the aspects of leadership that require strong positive
relationships with self and others. The t-test analyses showed which spirituality items
discriminated between high and low scoring groups on the Executive Dimensions competencies,
but it did not clarify the relative relationship and influence of each of the spirituality items on the
16 leader effectiveness competencies.
Simple linear regression results indicated which of the 16 Executive Dimension
competencies had the strongest relationship with the spirituality items. R-square shows the
percent of variance in the dependent variable (leader effectiveness competency) explained by the
independent variables (spirituality items). This statistic shows the overall strength of the
relationship. The strongest relationships are again seen in the concentration areas of Leading
Others and Leading by Personal Example, particularly for the forging synergy, interpersonal
savvy, and leveraging differences competencies.
In summary, a proposed definition of spirituality is: Spirituality is accessing a universal
understanding that life can be greatly enhanced in all relationships by developing our inner
wholeness and other connectedness.
The link between the spirituality items and the leadership effectiveness competencies is
clearly predominantly in the area of Leading Others, particularly with forging synergy,
interpersonal savvy, and leveraging differences influenced by all six of the spirituality items.
Self-awareness and self-knowledge in the spirituality areas of being considerate, encouraging,
enthusiastic, helpful, trusting, and trustworthy could lead to opportunities for development in
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these areas, ultimately leading to increased leader effectiveness, particularly in the sphere of
leading others. Thus, this study’s findings point to a significant connection to the other
connectedness aspect of the definition of spirituality.
Limitations
Reflecting on limitations highlighted in Chapter II, I discovered more needed to be said
on this issue now that study was complete. Sample size and the use of a single multi-rater 360
assessment to develop a spirituality definition were previously presented as limitations. In
addition, I now offer the following: the use of only the boss results omitted self, peer ratings, and
subordinate ratings. These omissions, if included, may have strengthened the study by providing
additional layers of confirmation from these rater groups. A different or expanded definition of
spirituality may have emerged if other sources for the study definition were accessed rather than
relying only the 100 items and descriptors from the 1998 Campbell Leadership Index ™ . It
would have been useful to interview respondents who completed the survey to gather data on
their reactions to the study findings. Lastly, the study would have benefitted if a general
population of respondents were included as survey participants, comparing the two data sets for
similarities and differences. These limitations did not subtract from the intentions of this
exploratory study in determining the potential of spirituality supporting leader development and
subsequent leader effectiveness.
Implications
Implications of a link between spirituality and leadership effectiveness introduced in
Chapters I and II have become more clearly defined as real, tangible, and important
considerations through this study. The relationship between spirituality and leadership behaviors
was confirmed in ways that identify spirituality as correlated to leader effectiveness.
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The data presented from the literature, survey, and data analysis demonstrates that aspects
of spirituality, such as considerate—thoughtful of the needs of others; encouraging—motivates
through encouragement and emotional support; enthusiastic—has an eager spontaneous
approach; helpful—ready and willing to give a hand to others; trusting—believes in the goodness
of others; and trustworthy—inspires trust and confidence, could enhance leadership
effectiveness. This gives justification to spirituality taking a place alongside more traditional
aspects of leader development, such as technical skills, emotional intelligence, health and fitness,
multi-rater assessments, personality and behavioral assessments, and executive coaching. The
additive impact of spirituality on the Center for Creative Leadership’s leadership roadmap could
be significant as the concept is integrated into leading self, leading others, leading managers, and
leading the business. In addition, spirituality may expand existing levels of impact from
individual development through team, organizational transformation, and societal advancement
all to benefit of the clients served. For example, this process begins with the individual
awareness of developmental needs such has conflict management; this is followed by the
challenges of training, coaching, mentoring, and direct feedback as a means of improvement;
lastly individual improvement impacts those around the leader that improves their
communication and understanding that can drive overall performance. Taken to its ultimate end
of improving society as a whole, leaders have an impact in the communities, homes, government
and so as on their and others they have impacted permeate their respective spheres of influence.
The conversations about whole leader development now can consider the opportunity to
integrate spirituality as a viable addition to the process of developing leaders. The hypothesis
that spirituality could have an impact on leader development and effectiveness as a long-ignored
aspect of one’s leader development has gained some impetus as a result of this study, answer
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being yes to the connections and yes to the impact on effectiveness of leaders. The starting place
is not just the six items most descriptive of spirituality (considerate, encouraging, enthusiastic,
helpful, trusting, and trustworthy) from the 1998 Campbell Leadership Index ™ spirituality
items, but the eleven additional items that 60% of respondents said were quite descriptive of
spirituality (affectionate, candid, emotional, empowering, insightful, likeable, optimistic,
resilience, sensitive, serene, and supportive). Together these 17 items could form valuable core
leader behaviors to add more focus on to address developing spirituality actions, behaviors, or
characteristics that could enhance leader effectiveness.
One of the industry’s primary approaches from its methodological toolbox is a
developmental experience where concepts are introduced, practiced, then reinforced for real
world application, or action learning. For example, existing leader development offerings could
include spirituality awareness by simply using a careful review of the six spirituality item
assessment results and follow up with a development strategy based on the item(s) that warrant
attention.
A second option is to create a stand-alone assessment using the items identified as quite
descriptive of spirituality. This could provide another opportunity for self-awareness to be
integrated with other leader development data points to aid in identifying developmental needs
that when addressed may enhance over leader effectiveness and success.
This study has shown that spirituality is a part of one’s self-awareness in the form of an
individual’s ability and inclination to be considerate, encouraging, enthusiastic, helpful, trusting,
and trustworthy. Looking at the actual items, not just the descriptors, gives further clarification
about how these skills and characteristics could facilitate leading others and leading by personal
example. How do we teach and coach people to be thoughtful of others (considerate), motivate
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through encouragement and emotional support (encouraging), have an eager spontaneous
approach (enthusiastic), be ready and willing to give a hand to others (helpful), believe in the
goodness of others (trusting), and inspire trust and confidence (trustworthy)? This is the
challenge.
Develop is a key word in this study as spirituality has the potential to add to growth of
individuals through expanding their self-awareness. For example, it would be important for
leaders to understand the added value of being more considerate, encouraging, enthusiastic,
helpful and demonstrating trusting and trustworthiness actions, behaviors or characteristics. As
discussed above, we can focus on the actual items for clarity on what skills and characteristics
need developing.
In the business and industry of leader development the life blood of successful vendors is
the kind of offerings, strategies, tools, practices, and behaviors they present to help individuals
improve. As stated in the Center for Creative Leadership’s Handbook of Leadership
Development which stated that “development is worthwhile as it is the key underlying
assumption that people can learn, grow and change and that this learning and personal growth
does enhance individual effectiveness” (McCauley & Van Velsor, 2004, p. 3). Spirituality can
expand a leader’s developmental tool kit that currently includes personality, behavior, and 360dgree assessments, mentoring, coaching, health and fitness, and action learning. The Center for
Creative Leadership includes in its leadership toolkit – the ACS process.
The Center for Creative Leadership has its focus on this key element of development,
self-awareness, in its ACS model; Assessment-challenge-support. Assessment is using a variety
of methods to raise one’s level of self-awareness; challenge is identifying which strengths need
to be reinforced at the same time identify weakness that need to be developed; support is
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providing the appropriate environment and opportunities for success. This was first introduced
in Chapter I of this study and brings the importance of self-awareness full circle. Any lack of
self-awareness, including in the spirituality areas found in this study may result in a less than
effective leader. The right balance of each is critical, but the most important is the assessment
which helps brings into focus ones strengths and weaknesses through a variety of assessment
approaches, including multi-rater 360 assessments. It is in the assessment component of the
ACS model where spirituality can assist leaders with the development necessary to further
develop one’s inner self and other connectedness.

Figure 5.1. Assessment challenge support development model.
Adapted from Three Keys to Development: Defining and Meeting Your Leadership Challenges by
Browning, H., & Van Velsor, E. Copyright 2004 by The Center for Creative Leadership. Reprinted with
permission.

This study affirms the conclusion reached by Stogdill (1974) and Bray and Howard
(1983) Bentz (1985), and Burns (1978) that certain personality dimensions and related leader
behaviors, styles, and characteristics are consistently related to leadership effectiveness.
According to Stogdill’s (1974) factor analysis of leadership characteristics, the most frequently
occurring skills of the leader are social and interpersonal skills, technical skills, administrative
skills, intellectual skills, leadership effectiveness and achievement, social nearness and
friendliness, group task support, task motivation and application. A factor analysis and
correlational study of the Stogdill items with the six spirituality items from this study would be

138
necessary for a definitive connection of the two data sets; however, it is clearly reasonable to link
social and interpersonal skill, social nearness, and friendliness, to the Leading Others and
Leading by Personal Example concentrations of the Executive Dimensions. In addition, similar
reasonable connections with the Stogdill factors could made for the six 1998 Campbell
Leadership Index ™ spirituality items of considerate, encouraging, enthusiastic, helpful trusting,
and trustworthy. The opportunity has arrived to show how spirituality, particularly in the form
of the constructs named by the six spirituality items—considerate, encouraging, enthusiastic,
helpful, trusting, and trustworthy—can lead to self-assessment and growth as a leader.
This study also serves to better situate the work of those authors in the spirit at work
domain presented in Chapter II, such as Fry (2003), Fowler (1981) , Benefiel (2005a), Conger
(1994), Dent et al. (2005), Giacalone and Jurkiewicz (2003), Greenleaf (1977), Mitroff and
Denton (1999a), and Wilber(2000a). One aspect of the Center for Creative Leadership’s
developmental model, assessment, challenge, and support, is assessing—that is, looking at
strengths and weaknesses and setting a benchmark of a leader’s current state as compared to
where they could or should be. Now, growing spirituality is more accessible with the ability to
look at how the participant measures on the considerate, encouraging, enthusiastic, helpful,
trusting, and trustworthy Campbell Leadership Index™ items, with the understanding that
growth in these areas can contribute to a leader’s ability to, at minimum, forge synergy and apply
interpersonal savvy to their leadership. Thus, helping leaders understand specific aspects of their
spirituality, and by default their self-awareness, contributes to their growth, development, and
leadership effectiveness.
The spirituality dimension has been consistently overshadowed, downplayed, minimized,
or completely ignored in the field of leader development. If the spiritual development of
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individual leaders can be added to other accepted leadership skills, such as job specific technical
skills, emotional intelligence, and physical fitness, then there is an exponentially greater
possibility that both the ineffective and the already effective leader will improve his or her
effectiveness by including an overlooked aspect of leader development, spirituality
A definition of leader effectiveness aids in giving clarity about how a leader successfully
influences the behavior of others in achieving goals. Because a leader’s role is principally
relational, the definition of effectiveness is at least partly in the eye and experience of the people
who interact with the leader. For the purpose of this study, leadership effectiveness was defined
as a leader’s capacity to sustain their ability to influence the behavior of others in achieving
goals. “The most common measure of leader effectiveness is the extent to which the leader’s
organizational unit performs its task successfully and attains its goals” (Yukl, 2006, p. 10). This
definition is consistent with the perspective of Burns (1978), Greenleaf, (1977), Heifetz (1994),
Northouse (1997), McCauley & Van Velsor (2004), and Uhl-Bien (2006), all current thinkers in
the field, who situate a leader’s success in the context of the leader follower relationship.
What is not lost here is the reality that the leader/follower relationship often takes place
in the context of the place called work, also known as the organization. Recognizing areas where
self-awareness links to spirituality, namely the six “spirituality” descriptors found in this study,
could be an essential component in the leader development process, potentially strengthening the
leader/follower relationship leading to organizational success. My study has corroborated the
relationship between spirituality and leadership effectiveness by exploring this relationship with
Executive Dimensions and 1998 Campbell Leadership Index ™ data. Most importantly, my
study provides a concrete way of measuring and building development training on specific
aspects of spirituality—namely, the six constructs covered by the six spirituality items.
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Furthermore, my study shows that the search for the link between spirituality and effectiveness
should lie in the areas of Leading Others and Leading by Personal Example, not necessarily in
the Leading the Business arena.
Emotional intelligence has taught about inter and intra personal understandings as a
means to improving one’s leader behaviors. The relational correlation between spirituality and
emotional intelligence could be another future study to continue the exploration begun by
George (2000) in her article titled “Emotions and Leadership: The Role of Emotional
intelligence.” Reave (2005) concurred with her contribution to the domain of spirituality and
leadership when she said the following:
Leadership effectiveness has been measured in many ways: by subjective evaluations
from followers, peers, and superiors; by effect on followers; or by achievement of
organizational goals such as profit and productivity. A holistic view of leadership looks
at both the leader’s effect on followers and achievement of goals, since each perspective
provides just one piece of the puzzle. This meta-analysis of leadership research extracts
the spiritual qualities and practices that have been in relationship to measures of
leadership success. (p. 657)
She speaks of two aspects of this research study: (a) effectiveness and (b) a holistic view, both
of these are essential to this summary of findings. At the outset of the study, one of the key
drivers was to address the question of whether or not spirituality could be a factor in determining
a leader’s success/effectiveness. The answer from the study is yes. And secondly, a holistic
approach cannot be deemed such without all aspects of a leader’s qualities and practices. Most
notably from this study’s perspective is that spirituality will add to a more holistic, more
inclusive approach in understanding where a leader is in terms of his or her development and
effectiveness to where he or she should be. It will also focus on an inclusive approach to the
whole arena of effectiveness—leading the business, leading others, and leading by personal
example.
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Fry (2003) must also be considered here as well as his causal model of spiritual
leadership theory is based upon spirituality woven into leader behavior, values, attitudes, and
membership. Fry suggested that spirituality is critical to intrinsically motivate self and others,
adding meaning and purpose to life. Within the organizational development literature today is
the phenomenon of corporate social responsibility. This concept suggests that one of the ways in
which business and industry can help with mounting global issues is by being more intentional
about the needs of people and the planet, meaning the environment and not just profits. Hence,
one of the catch phrases of the corporate social responsibility movement is people, profits, and
the planet. Corporate social responsibility is a way in which spirituality is finding an acceptable
and respectable way into the workplace spirituality and leadership dialogue because it pertains to
the greater good, inner wholeness, connectedness with others and the environment—all aspects
of the suggested definition of spirituality: Spirituality is accessing a universal understanding
that life can be greatly enhanced in all relationships by developing our inner wholeness and
other connectedness.
Thinking in terms of the process of developing leader logics puts a different perspective
on stage development as it was introduced in Chapter II with examples from Wilber (2001),
Graves (2005), Kegan and Leahy (2009), and Cameron (2008). This process takes a look a
leader development through various stages that include a look at the whole person from the
inside out, meaning spirituality has role in one’s development. Notable authors in this domain
are Fisher, Rooke, and Torbert’s Personal and organizational transformation (2000) and Susan
Cook-Greuter’s (2005) Postautonomous Ego Development: A Study of Its Nature &
Measurement, and Julian Simcox’s (2005) Detailed Description of the Developmental Stages or
Action Logics of the Leadership Development Framework. This work included as part of stage
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development of leaders/managers personal systems that leverage learning and examine another
aspect of how and why a leader decides to act. These personal development systems include
one’s spiritual, values, and ethical make up as part of the developmental foundation of selfknowledge or self-awareness. Certainly, at the very least, the trustworthiness spirituality item is
intuitively part of ethical make up. Clearly, other spirituality descriptors such as considerate and
trusting also tap into the ethics domain.
Executive coaching or leadership coaching is a part of the leader development landscape
and could be enhanced by creating the head space, understanding, and application of spirituality
to work life. This would mean helping leaders to integrate the six aspects of spirituality
identified in this study more intentionally in their leader behaviors. Yes, there are no doubt other
yet unexplored and unmeasured aspects of spirituality by these ideas would provide a start.
The results of this study could be the next step in affording spirituality its place in the
development of leaders alongside more traditional leadership competencies or behaviors, such as
technical skills, giving and receiving feedback, emotional intelligence, physical fitness,
self-awareness, and coaching. This could lead to more effective leaders who are better able to
lead in the face of Twenty-first Century challenges, as well as, more effective organizations,
individuals, groups, and society at large.
The challenge and opportunity is how to integrate spirituality into an already crowded
landscape for leader development. The most obvious idea, within the context of the Center for
Creative Leadership programs, is to look at the scores on the Campbell Leadership Index™
spirituality items and to use standard training processes to help participants understand how these
aspects of spirituality link to their ability to achieve specific outcomes, such as forging synergy
and leveraging differences. Future research can lead to still greater application.

143
Future Study
This exploratory study supports the hypothesis that spirituality is correlated to leadership
effectiveness and as such could be an additional approach in assisting leaders in becoming more
effective in their role. Opportunities for future study in this subject area are broad and inclusive.
One such study could use the same methodology to examine the various non-boss rater groups;
peers, direct reports, self-ratings, and all raters combined and repeat the methodology used with
the Executive Dimensions effectiveness scores and the Campbell Leadership Index™ items
related to spirituality. In addition a comparative study using other multi-rater assessments could
be undertaken to examine the relationships of leader effectiveness and spirituality.
Campbell (1998) said that the essence of leadership is the relationship with the people
you want and need to influence and these relationships are paramount for individual leader
success. The Campbell Leadership Index™ items with a significant correlation to spirituality
could be used to develop a quick tool for spiritual awareness for leaders in a business setting and
evaluate for impact on leader effectiveness or become the basis for awareness factors for a multirater assessment looking to measure one’s spiritual awareness.
Or, a more broadly defined spirituality assessment could be created that could give
leaders an opportunity to gain greater understanding of self by exploring their spiritual
dimension. The six spirituality items—considerate, encouraging, enthusiastic, helpful, trusting,
and trustworthy—are a good start. The survey results revealed that there were 11 other items
from the Campbell Leadership Index™ that respondents said were descriptive of spirituality
albeit at lower level of 60% agreement. These eleven items were candid, emotional,
empowering, helpful, insightful, likeable, optimistic, resourceful, sensitive, serene, and
supportive. Factor analysis of all 17 items could result in a more comprehensive spirituality
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scale. This idea could be expanded further to be inclusive of aspects of spirituality not covered
by the 1998 Campbell Leadership Index ™ by adding items to the concepts drawn from the
existing literature. With a comprehensive spirituality measurement tool, additional questions
such as the relationship between emotional intelligence and spirituality and between integral
theory and spirituality could also be addressed.
Conclusion
Leadership development is all about improving on a leader’s level of effectiveness
because the net effect on the behavior of followers in achieving goals, the work of the
organization, and the contribution to society are critical to long-term sustainability. Assessing
leader effectiveness continues to be the work of the leader development industry as an approach
to aid in promoting, understanding, and developing better leaders. In pursuit of this end, the
approaches have included personality style inventories, behavioral assessments, executive
coaching, emotional intelligence, and proper fitness and nutrition. A critical question of this
study was whether or not spirituality should be added to this inventory of approaches to aid in
improving leader effectiveness.
The simple answer is yes. The challenge and opportunity is to determine how. This
study brings some clarity as to why spirituality should be included as an approach to aid in
improving leader effectiveness. It has done so through careful evaluation of data from literature,
survey analysis on the subject, and quantitative assessment of correlations, regressions, t-test,
and comparisons. The study linked spirituality to the long standing and successful multi-rater
approach of assessing effectiveness with significant outcomes that warrant further study and
evaluation. The study has provided evidence that improving self-awareness in the six
“spirituality” areas can increase leader effectiveness, particularly in the areas of leading others
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and leading by personal example.

This link is the pipeline through which spirituality can add

the fuel that drives the engine of effectiveness, self-awareness or self-knowledge.
Spirituality brings forth a different set of values, beliefs, ethical behaviors,
responsibilities and accountabilities that when done well will not overshadow other aspects of
leader effectiveness that are more bottom line oriented, such as those in the leading the business
concentration—results orientation, business perspective, strategic planning, leading change, or
global awareness, but rather it can bring about a better balance supporting the notion of whole
leader development that results in improved effectiveness. This balance will not be brought
about by a clear or commonly agreed upon definition of spirituality but by intentional changes in
behaviors and practices that enhance the leader-follower relationship. Some of the behaviors
emerged from the study such as forging synergy, learning from experience, interpersonal savvy,
and inspiring commitment. These can be elevated in leader actions and behaviors relating to
being more considerate, encouraging, enthusiastic, helpful, trusting, and trustworthy.
This study demonstrated that spirituality is a part of knowing and understanding one’s
self and, as such, is foundational as a leaders’ necessary development and resulting improved
levels of effectiveness. The opportunity for future study is boundless and important as those who
search out the practice, understanding and development of leaders continue the search for
approaches to elevate their effectiveness.
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Appendix A:
Spiritual Intelligence Tool

Note. From Spiritual Intelligence Tool (p.2), by C. Wigglesworth, 2004: Conscious Pursuits.
Copyright 2004 by Conscious Pursuits. Reprinted with permission.
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Appendix B
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Appendix C
CLI Scales

Note. From The Technical Development of the Campbell Leadership Index™ (p. 115-116), by
D. Campbell, 1991, Minneapolis: National Computer Systems. Copyright 1991 by National
Computer Systems. Reprinted with permission.
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Appendix C
continued

Technical Development of the CLI (1991). Campbell, pp.115-116.
Note. From The Technical Development of the Campbell Leadership Index™ (p. 115-116), by
D. Campbell, 1991, Minneapolis: National Computer Systems, Inc. Copyright 1991by National
Computer Systems, Inc. Reprinted with permission.
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Appendix D
Reliability Indexes
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Appendix E
Spirituality & Leadership
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Appendix E cont’d
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Appendix F
Permission
March 26, 2013

To Whom It May Concern:

Subject: CLI Permission

As owner of the copyright of the Campbell Leadership Index™, I hereby give permission to
George Houston for a one time copy of the CLI to be used in his dissertation and to be included
in the Appendix of his dissertation.

I am happy to see his progress.

/s/David Campbell

David Campbell, PhD.
Smith Richardson Senior Fellow Emeritus
Center for Creative Leadership
P.O. Box 1559
Colorado Springs, CO 80906
719-459-3283
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Appendix F

From: Fry, Jody W [mailto:lwfry@ct.tamus.edu]
Sent: Monday, January 28, 2013 6:29 AM
To: Houston, George
Subject: Re: Citation Permission
Yes you have my permission. If this is not enough, please send me the wording you need.
There is a more advanced model that has superseded the one you are looking at. I wouldn't use
this one if I were you. See attached.
Dr. Louis W. (Jody) Fry
Professor
Texas A&M University—Central Texas
1001 Leadership Place
Killeen, TX 76549
lwfry@ct.tamus.edu
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